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Summary 



Pxirsuant to Education Code 66903.1 (AB 605, Hughes, 1985) and its 
predecessor (AB 105, Hughes. 1977), the Commission has reported bi- 
enuially since 1979 on "the representation and utilization of ethnic mi- 
oorities and women among academic, adminisarative, and other em- 
ployees" in California public postsecondary education. This report is 
the sixth and last in the series, and it provides information on the gen- 
der, ethnic, and racial composition of staff in the California Community 
Colleges, the California State University, and the University of Califor- 
nia through the 1989-90 academic year. 

The report is organized into seven parts: 

• Part One on pages 1-4 discusses the origin, preparation, limitationj, 
and organization of the report. 

• Part Two on pages 5-8 provides infomvition on the amount and na- 
ture of growth in staff in the segments during the time period covered 
by this report. 

• Part Three on pages 9-26 identifies changes in the composition of 
staff within the public postsecondary segments between 1979 and 
1989 for the California Community Colleges and between 1977 and 
1989 idr the California State University and the University of Cali- 
fornia. 

• Part Four on pages 27-30 compares the composition of the segmental 
staffs with that of the California labor force - the traditional basis for 
judgments about the effectiveness of affirmative action policies and 
procedures 

• Part Five on pages 31-34 contrasts the composition of the segmental 
staffs with that of California's population - the comparative base es- 
tablished by the Commission with respect to educational equity 

• Part Six on pages 35-38 presents information on the segments' affir- 
mative action programs designed to increase the diversity of staff and 
prepare individuals to assume managerial and administrative posi- 
tions 

a And Part Seven on pages 39-40 offers two conclusions and four Com- 
mission commitments, based on the data presented in the previous 
sections 

The Commission adopted this report at its meeting on April 28. 1991 . on 
recommendation of its Policy Evaluation Committee. Additional copies 
of the report may be obtained from the Library of the Commission at 
(916) 324-4991 Questions about the substance of the report may be di- 
rected to staff members Penny Edgert at (916) 322-8028 or Karl M. En- 
gelbach at (916) 322-7331 
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Introduction 



Origins of the report 

Pursuant to Education Code Section 66903.1 (AB 
605t Hughes. 1985) and its predecessor (AB 106, 
Hughes, 1977), the California Postseco..dary Edu* 
cation Commission reports biennially through 1^0 
on '^the representation and utilization of ethnic mi- 
norities and women among arademic, administra- 
tive, and other employees" In California public post- 
secondary education (Appendix A, pages 41-42). 
This report is the sixth and final one in the series 
that began in 1979. 

The legislation directing the Commission to prepare 
this seri^ of reports requests the three public sys- 
tems to provide information on the following as* 
pectsirf* this topic: 

Employment, classification, and compensation 
of the faculty and stafTby gender, ethnic, and ra- 
cial categories; 

Patterns of utilization of grouj^ historically un- 
derrepresented among different job categories 
compared with the availability of qualified mem- 
bers of those groups for different job categories; 

Specific results of affirmative action programs 
in reducing the underrepresentation of specific 
groups; and 

Identification of strengths and inadequacies of 
current affirmative action programs, including 
inadequacies resulting from budgetary con- 
straints. 



Preparation of the report 

In its 1987 biennia^ report, the Commission recom- 
mended that the last report in this series focus ex- 
clusively on providing a comprehensive analysis of 
the segments' postsc condary staff, since the Com- 
mi^'ision's responsibilities for providing data on fac- 
ulty were being fulfilled through its September 
1990 publication titled Planning for a New Faculty: 



Issues for the Twenty^First Century and througn 
other planned studies. A^mblywoman Hughes, 
author of Assembly Bill 605, concurred with this 
recommemlation. As a result, this report, unlike its 
I^^decessors, im>vides information on the gender, 
ethnic, and racial a)mposition of only staff in the 
California Commtmity Colleges, the California 
State University, and the University of California 
for the 1989-M academic year. 

Assembly Bill 60S directs the Commission to sub- 
mit its findings by March 1 every other year 
throu^ 19M. With the consent of Assemblywoman 
Hughes, the Commi^on tsrpically completed pre- 
vious reports in this series in June and transmitted 
them to uie Legislature in September after the 
Commission had taken final action on them. Hew- 
ever, because of difficulties in obtaining the re- 
quired data for this year's report and because o'^ the 
effort that the Commi^on expended on compl ting 
a comprehensive analysis of California's fa ulty 
needs into the twenty-first century, the Commission 
was unable to meet the agreed-upon extended aead- 
line for submission of this report. TheComro^sion 
didf however, submit its analysis of California's fac- 
ulty needs by the agre^-upon extended deadline. 

Each segment was requested to submit the follow- 
ing information to the Commission for inclusion in 
this report: 

• The ethnic and gender composition of their 
staff according to the reporting scheme devel- 
oped by the United States Equal Employment 
Opportunity Commission in its survey form 
and its supplement referred to as '*EE0-6'*; 

• The ethnic and gender composition of each of 
the segment's staff according to its own unique 
personnel employment classifications; 

• The current systemwide and campus-based 
programs designed to develop staff for man- 
agerial, administrative, and executive posi- 
tions within the segment, including informa- 
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tion <m the effectiveness of such programs in 
meeting its objectives; and 

• Programs under development within each 
segment to araist staff in assuming manageri- 
al, adminis^tive, and executive positions.* 

Reports from the three systemwide im)vide 
the ba^ for ihs Commission commente that appear 
in this report Appendices C, D, and E - beginning 
on page 47 of this document - reproduce thoM re< 
ports as submitted and in the following sequence: 

• The California Communiiy CMegm: The report 
submitted by the Chaneellor's Office of the Cali- 
fornia Community Colleges provides staff infor- 
mation aca)rding to the EEO-6 empiosnnent cate- 
goric in addition to information on administra- 
tive positions unique to the community alleges. 
The two categories of Community College admin- 
istrators presented in its report are (1) Certif- 
icated Administrative, and (2) Classified Ad- 
ministrative. The Chancellor's Office report also 
presents limited information on programs de- 
signed to assist staff in preparing them for ad- 
ministrative positions. 

• The California State University: The State Uni- 
versity's report presents its staff information ac- 
a>rding to the EEO-6 employment ciassifirations 
and provides limited information on its system- 
wide staff development programs. In addition, 
the State University also provided data on the 
a>mpraition of its management staff ai^^ording to 
its own unique employment classifications for 
thenL 

• The University of California: The University of 
California's submission is directly responsive to 
the Commission's request. It provides staff data 
according to b n the EEO-6 classifications as well 

* In ESO-6, tha Equal Emptoymont Opportunity Commission 
catagorizei gtoff aa ( t ) £x0cmive/AdjiiiiU8trgtivdManag€riai« 
(2) Prcrf^onal/Noo-Ftculty, (3) Secret4»rial/Clerieal (4) 
Tectmic&l/I^raprofe^Dai (51 SkUtod Crafta. and (6) Ssr- 
vic6/Mamt«nam«. (A copy of e£OS ia reproduced in Appen- 
dix B of Ihia report along with the dafinitiona employed by 
the federal government for the relerant occupational ^uh-cat- 
'^gohes.l In thia report, the SEO^ categories of ''Skilled 
Crafta* ai»i "Service/Maintenance* have been a>mbined and 
are reported as *Other ^aff7) In addition^ because ££0-6 
uiea the term 'Hisjmnic'* rather than "l-atino * thia report - 
unlike other Commiaaion documenta - uaea the term *Hi^ 
panic^ for conaiatency with seo-S terminology. 

O 
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as tha unique emf^oyment catei^ries used hy the 
University's personnel system. These categories 
are (1) Ei^cutive Program, (2) Management and 
Professional (MAP) Program, (3) Administrative 
and Prcrfi^su)nal Staff (A&PS) Pn^ram, and (4) 
Staff Personnel Program. In addition, the Uni- 
verdt/s repon also includes extensiw informa- 
tion on current and propo^ programs, both sys- 
temwide aiui campus-based, design^ to develop 
staff for management, administrative, and ex- 
ecutive positions. 



Limitations of the report 

The Commission's report has several limitations: 

1. It contains a retrospective analysis of trends in 
the diversification of staff over the last 12 years 
within the EEO-6 occupational categories. Al- 
though these categories have been consistent 
sinro 1977, implementation of the Higher Edu- 
cation Employee/Employer Relations Act of 1978, 
collective bargaining agreements, and the im- 
plementation of a management personnel plan 
in 1984 rraulted in California State University 
re-araigning staff whose positions were desig- 
nated as confidential to the Executive/Adminis* 
trativ^anagerial category. A University of 
California study resulted in a change in the per- 
sonnel program structure during this time peri- 
od as well. As a consequence, interpretations of 
changes between 1977 and 1989 in this category 
{or thei^ systems is subgect to influence from the 
recla^iflcations. 

2. Each EEO-6 occupational category is expansive. 
Because of these large aggregations* there is dif^ 
ficulty in determining and understanding the 
natiui^ of changes in institutional staffing pat- 
terns during the last 12 years. For example, the 
Federal Ck>vemment established the '*Profession- 
al/Non-Faculty"^ category and included student- 
service professionals* accountants, coaches, and 
librarians in that category a mixture of occu- 
pations that, from an institutional perspective, 
would appear to have little in common. 

3 Because of initial lack of clarity from the United 
States Equal Employment Opportunity Commis- 
sion about the definition of the occupational 



eateries in its EEO-8 survey, comi»urisons over 
time by omipationai categories should \^ exam- 
ined with care. For example, the plarament of 
certain occui»tional dmignations, such as pro- 
grammer, has dianged during the period that 
this series of reports have been compiled. More- 
over, there is no certainty that the three sjrstems 
have categorized specific occupations in the 
same manner at any particular point in time. 
These ^veats should be taken into consider- 
ation in reviewing and analyzing these data. 



Organization of the report 

In Part Two, the Commission examines the numen- 
cal growth in the staff workforce of the California 
Commimity Colleges, the California State Univer- 
sity, and the University of California. Examining 
the growth patterns in the systems provide an esti- 
mate of net change in the itaff workforce. That es- 
timate, however, understates the number of employ- 
ment opportimities that were available to each sys- 
tem through which to diversify their stafib because 
employee separations from the systems i»*ovided ad- 
ditional chances to hire new staff members. 



In Part Three, the Commission identifies changes in 
the imposition of staff within each of the segments 
a^rding to both the EEO-6 occupational categories 
as well as the segments' own unique i^rsonnel clas- 
sifications. 

In Part Four, the Commission discusses the affirma- 
tive action programs developed by the segments to 
in^mse the diversity of their staff and prepare 
them to asstmie managerial and administrative po- 
sitions. 

In Part Five, the Commission compares the racial- 
ethnic composition of California's labor force with 
the segments' staff work force by occupational cate- 
gory 

In Part Six, the Commission examines the progress 
made by the segments in attaining the Commis- 
sion's educational equity goal by examining the 
composition of the State population with that of the 
segments' workforces. 

In Part Seven, the Commission offers conclusions 
from these data and presents recommendation 
about futiu^ Commission activities related to stei ' 
development and diversity. 
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Opportunities for Diversification 
2 Through Staff Expansion 



BEFORE assessing the extant to which California's 
publf ^ colleges and universitira have made progress 
in diversifying their staff workfone since the Com- 
mission began producing this series of reports, it is 
useful to know the net increase in staff sise that 
each system has experien^ during that time. Ex- 
pansion in size provides one basic foundation for es- 
timating the number of opportunities that institu- 
tions have had available to hire iintividuals from 
groui^ traditionally underrepresented on their 
stafife - the other being replacement of existing staff 
throt^ tun»)ver. In this section of the report, the 
Commission examines overall gror^ in the staff 
and within EEO-6 ovulational categories in prep- 
aration for assessing progress in this area« 

Before presenting the data, it is important to note 
that the EEOS data displayed in this chapter in- 
cludes all full-time non-academic employees regard- 
less of fxmding source. While the majority of posi- 



tions within the community o^Ueges and the State 
Univeristy are funded through the State General 
Fund, only 30 percent of the University's non- 
academic staff is funded by the State General Fund. 
Furthermore, while the data below indicate that the 
University has experienced the greatest staff 
growth among California's three public postsecond- 
ary education segments, one should note that the 
growth among General Fund non-academic staff at 
the University equaled 15.5 percent over the 1985 
to 1990 period, which is closer to the growth 
experienced in the other public segments. 

Display 1 below presents the numeric and percent- 
age changes in staff for each of California's three 
segments of public higher education. For the Cali- 
fornia State University and the University of Cali- 
fornia, it shows staff growth for the twelve-year pe- 
riod firom 1977 to 19^; but for the California Com- 
munity Colleges, it shows growth during the decade 



DISPLAY 1 Number and Percentage Change in Total Staff and Staff by EEO-6 Occupational 
Classification for Each of California's Public Postsecondary Education Segments 

California Commtmity College The Califor" **^ ^tut^ iJttiv^rBlty Umversitv of California 

Numtwr Percent Number Percent Number Percent 

1979 IgSS'" Change Change 1977 1989 Change Change 1977 1989 Change Change 

TotalSUff 18^4 20.488 1,514 8,0% 14.809 16.078 1.469 10,1^ 42.323 58.322 15.9»9 37,8% 
Eiecntive/Adminiatrative/ 

Managerial Staff 2.467 2.486 18 0.7% 480 2.384 1.884 392.5% 1.562 2,931 1.369 87.6% 
Pfofonional/ 

Non-Faculty aaff U30 2^83 1.663 124.3% 2.644 3.576 932 35,2% 12,082 20.490 8.408 69.6% 

Secretarial/Clerical Staff 7.528 7.136 -392 -5,2% 5.472 4,437 -1,036 -18,9% 16.402 20.908 4,5M 27.5% 
Technical/ 

Paraprofessional Staff 2.421 3.129 708 29.2% 2^271 2,967 686 30.2% 5,351 6.439 1,088 20.3% 

OtherStaff 5;228 4.756 -473 -9.0% 3.742 2.744 -998 -26,7% 6.926 7,554 628 9 1% 

* 1989 data unavailable for Lajsen College and the San Jose and South County Community College Districts, 
Source: California Post secondary Education Commiasion staff analysis. 
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beginning in 1979 - tl^ first time that the Chancel- 
lor's Office, as contrasted to individual campuses, 
provided the requisite information as well as the 
first time that the category definitions were suffi- 
ciently refined. 



California Comraunity CoU^m 

From 1979 to 1989, the number of non-academic 
stafifat California's Community Colleges increased 
by at least 1,500 employees, or 8.0 per^nt Because 
Lassen College and the San Jose and South County 
Community College Districts have not submitted 
data for 1989, the total number of new community 
college staff is likely to approximate 2,000 rather 
than 1,500. 

Growth in the individual EEO-6 occiipational classi- 
fications among the community colleges demon- 
strated wide variation around the 8.0 perront growth 
rate for total staff. Growth in the Executive/Admin- 
istrative/Managerial staff was minimfll over the ten- 
year period: only 18 positions or a percentage in- 
crease of 0.7 percent However, growth in the com- 
munity colleges' Professional/Non-Faeulty staff was 
dramatic: more than doubling over Uie decade* In 
contrast both the Secretarial/Clerical and the Other 
Staff categories declined - by 5.2 and 9.0 percent, 
respectively. Finally, the community a>lleges' Tech- 
nical/Paraprofi^ional staff increased by 29.2 per- 
cent over the decade. 

Despite the extensive growth in the community col- 
leges' Professional/Non* Faculty classification, if the 
total number of these added employees were divided 
equally among all 107 community colleges, each 
a)llege would employ fewer than 28 new profession* 
a! non-faculty. Similarly, if the total Technical/Para- 
professional staff was divided equally among all 
campuses, each would employ less than 21 new em* 
ployees. Thus, although the percentage increase in 
these two classifications were great relative to the 
increase in the total staff, the Commission is rela- 
tively unconcerned about this growth in light of the 
small numbers involved. 



The Califomia State Univer^ty 

As Display 1 indicates, the Califomia State Univer- 
sity increased ifes total number of employees by 
slightly le^ than 1,500 - amounting to a 10.1 per- 
cent increase* As was true of the community col- 
leges, the State University's growth among the var^ 
ious EEO-6 occupational classifirations differed 
widely firom this mean. 

Its Executive/Administrative /Managerial staff in- 
creased nearly 400 percent over the 12 years from 
1977 to 1989, with 1,884 more employees in this 
clarification Uian 12 years earlier. However, a sig- 
nificant portion of this ina^ase can be attributed to 
the reclassification of positions carrying the confi- 
dential designation to this category. Because of this 
reclassification, it is imp<^ible to determine from 
these data tne actual growth in only executive posi- 
tions. As with the community colleges, Professional 
/Non-Faculty and Technical/Paraprofessional staff 
at the State University also demonstrated growth 
that exceeded the growth in total staff. Both Profes- 
sional ami Technical staff increased by more than 
30 per^t over the 12-year f *?riod. The two re- 
maining EEO-6 classifications - Secretarial/Clerical 
and Other Staff - both demonstrated decreases 
since 1977, with the State University employing 
18.9 percent fewer Clerical employees and 26,7 per- 
cent fewer employees in the Other Staff classifica- 
tion. As noted previously, the decrease seen among 
Clerical staff is likely a result of the reclassification 
of confidential positions to the Executive classifica- 
tion. 



University of Califomia 

From 1977 to 1989, the University of California in- 
creased its total non-academic staff by nearly 
16,000 employees, a 37.8 percent increase. 

The Executive/ Administrative/Managerial and the 
Professional/Non- Faculty occupational categories 
demonstrated the greatest growth, 87.6 and 69.6 
percent, respectively. The University f>mployed 
nearly 1,400 more Executive/ Administrative/Mana- 
gerial staff and 8,400 more Professional/Non-Fac- 



ulty staff in 1989 than it did 12 years earlier. The 
growth in the Secretarial/Clerical classification 
amounted to 4,500 new {nations - an increase of 
27.S percent over the 12-year period. Its Techni- 
cal/Paraprofi^sional classificaticm grew by nearly 
the same rate as the Clerical classifioition, 20 per- 
<^nt since 1979, an ino^^se of more than 1 ,000 posi- 
tions. Finally, the University's Other Staff dassifi- 
caticm also grew, although slower than any of the 
other EEO-6 classifications - by 9.1 percent or by 
6^ positions. 



Summary 

All three segments experienced growth in their to- 
tal non-academic staff workforra during ^he decade 
from 1979 to 1989 for the California Community 
Colleges and from 1977 to 1989 for the two Califor- 
nia public university systems. The ina*ease in the 
total number of non-academic staff at both the com- 
munity colleges and the State University was ap- 



proximately 1,500, while the University's total non- 
academic staff increased nearly 16,000 over the 
same period. All three ^gments demonstrated sig- 
nificant growth in their Professional/Non-Faculty 
staff. Both the oimmunity colleges and the State 
University experienced a decline in the number of 
individuals employed in the Secretarial/Clerical and 
Otl^r Staff clarification^:, while the University ex- 
perienced growth in both those classifications, al- 
though at a rate less than the growth in its total 
staff. Finally, the number of Technical/Paraprofes- 
sional staff within all three segments also grew - 
for the community colleges, by 29.2 percent from 
1979 to 1989 an I for the State University and Uni- 
versity by 30.2 percent and 20.3 percent, respective- 
ly, from 1977 to 1989. 

This growth has given the segments opportunities 
that they may not have otherwise had to increase 
the diversity of their staff workforce. The following 
section can be viewed as the way in which each has 
utilized thew opportunities. 
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Composition of the Staff 
in Each Segment 



HAVING DISCUSSED in Part Two of this report 
the net growth in the staff of California's three seg- 
ments of public higher education through which 
these segments have had an opportunity to enhance 
the diversity of their non-academic workforce, the 
Commission in this third part of the report exam- 
ines changes in the composition of each segment's 
staff over the past decade — first in terms of the 
categories used by the United States Equal Employ- 
ment Opportunity Commission in its ""EEO-d" sur- 
veys and then in terms of the segments' own unique 
categories of staff personnel. 



California Community Colleges 

Staff composition according 
to the EEOS classifications 

Data on the gender and racial-ethnic composition of 
staff within California's commimity colleges from 
Fall 1979 - the first year for which EEO-6 data for 
these colleges is available - to Fall 1989 appears in 
Display 2 on pages 10-11. 

Racial^thnic composition: As Display 2 shows, in 
1979, 27.6 percent of the California community col- 
leges' staff workforce was from Asian, Black, His- 
panic, and Native American backgrounds, while by 
1989, over one- third of the staff were from these 
backgrounds. All racial-ethnic groups except White 
staff experienced numerical and proportional 
growth in their representation over the decade, 
with the largest proportional increases being made 
by Asian and Hispanic staff. 

The trend evidenced in the Executive/ Administra- 
tive/Managerial classification is consistent with the 
trend evidenced in the total staff workforce. All 
racial ethnic groups increased their numbers and 
proportions with the exception of White staff, whose 
proportional representation in this employment 



category decreased from 82.0 to 75.8 percent in 
19^. The largest numerical and proportional gains 
in this category were made by individuals from His- 
panic backgrounds. 

In the Professional/Non-Faculty classification, all 
racial-ethnic groups increased their numerical rep- 
resentation^ with White staff demonstrating the 
greatest ino^ase. D^ite this increase, individu* 
als from White iMckgrouiKis were the only group to 
experience a decline in their proportional represen- 
tation, while those from Black and Native Ameri- 
can backgrotuds demonstrated the greatest propor- 
tional increase. 

In the Secretarial/Clerical classification, the num- 
ber of staff from Black and White backgrotmds de- 
creased* while those in the remaining racial-ethnic 
categories increased* with the greatest increase be- 
ing experienced among Hispanic staff. Despite the 
decrease in the numerical representation among 
Black and White staff in this category, the propor- 
tional re|»e^ntation of Black staff remained con- 
stant, while that of White staff decreased approxi- 
mately 7 percent to 67.3 percent in 1989. Asian 
staff demonstrated the greatest proportional in- 
crease in this employment category. 

All racial-ethnic ^ups experienced an increase in 
their numerical representation in the Technical/ 
Paraprofessionai classification, with White staff ex- 
periencing the greatest such increase. The propor- 
tional representation of all racial-ethnic groups ex- 
cept White staff also increased, with the greatest in- 
crease being achieved by Asian staff. 

In the Other Staff classification, only individuals 
from Asian and Hispanic backgrounds were able to 
increase their numerical and proportional represen- 
tation in this occupational classification, while the 
representation of those from all other racial-ethnic 
groups decreased. The greatest numeric decrease 
was experienced by White staff whose proportional 
representation in this employment category de- 
creased from 61,2 to 53.2 percent. 
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DISPLAY 2 



Sumber and Percent of Staff by Category, Gander, and Racial-Ethnic Background at 

MEN 



1979 



1989 



1979-1989 



I 



1979 




Total 



Number 




Nttmber % Chnge of % of 

QiM|p 1979 Btoe J Num Cateroty 





Lxativc/Mxixagexial 
























2.4 


1.9 


S3 


3J 


2.1 


6 


128 


25 


4.7 




1 


7.0 


5J 


150 


9.4 


6.0 


14 


lOJ 


57 


10.7 




1 1^ 


72 


5.7 


1S3 


11.5 


7.4 


43 


30.7 


21 


3.9 


NatiwB Amnicaii 


1 " 


0.7 


0.6 


18 


1.1 


0.7 


4 


2&6 


5 


a9 


White 




82.6 


64.7 


1,194 


74.7 


48.0 


•401 


-2S.1 


427 


79.8 


Total 


f 1.932 

•1 


100.0 


78J 


1,598 


loao 


64J 


•334 


-173 


535 


loao 



fiattskm^/tioai'meaity 
Aiiaa 1 


55 


7.7 


4.1 


IQS 


7.9 


3.5 


50 


9a9 


58 


9.4 


Btadt m 


56 


7.8 


4.2 


153 


IIJ 


5.1 


97 


17X2 


44 


7.1 




83 


11.6 


62 


187 


14.1 


63 


104 


1253 


40 


63 


Nttivc American 


4 


0.6 


03 


9 


0.7 


03 


5 


1254) 


I 


03 


WbHe i 


516 


723 


38.8 


874 


6S.8 


293 


358 


69.4 


473 


76J 


Total || 


714 


100.0 


53.7 


1328 


100.0 


443 


614 


86.0 


616 


100.0 


i 

Seoetaiial/Clerieal 
Asiaa ^| 


46 


9.4 


a6 


101 


1&6 


1.4 


55 


119.6 


398 


5.7 


Black H 


88 


18.0 


12 


S3 


153 


1.2 


-5 


n5.7 


629 


8.9 


Hif{Mnic '§ 


64 


13.1 


0.9 


80 


14.7 


1.1 


16 


25.0 


652 


93 


Natm American 


9 


1.8 


0.1 


6 


1.1 


0.1 


3 


-333 


38 


05 


While 


283 


57.8 


3.8 


274 


50.4 


3J 


-9 


-12 


5321 


75.6 




490 


100.0 


6J 


544 


100.0 


7.6 


54 


11.0 


7,038 


100.0 


T^cctaksl/Puspiufoskiiial 


54 


43 


23 


134 


9.6 


43 


80 


148.1 


67 


5.7 


Black 1 


82 


6.6 


3.4 


84 


6.0 


2.7 


2 


24 


55 


4.7 


Hisymic | 


116 


93 


4.8 


144 


10.4 


4.6 


28 


24.1 


IQS 


9.0 


Natm Americaji % 


10 


0.8 


0.4 


9 


0.6 


03 


-1 


-10.0 


11 


0.9 


Wbhc 1 


986 


79.0 


40.7 


1,020 


733 


32.6 




14 


935 


79.7 


Total i 

si-: 


1,248 


100.0 


51J 


1391 


100.0 


443 


143 


113 


1.173 


lOO.O 


i 

Otter Staff 






















Asian 


217 


5.1 


4.2 


312 


7.9 


6.6 


95 


43.8 


24 


23 


Btact 1 


m 


18.0 


14.7 


639 


16.1 


13.4 


-131 


-17.0 


181 


19.2 


Hispanic || 


698 


163 


13.4 


890 


22J 


18.7 


192 


273 


78 


83 


Native Aoierican 3 


52 


12 


1.0 


45 


1.1 


0.9 


-7 


-135 


11 


12 


While 1 


2^7 


593 


48.7 


2.076 


5Z4 


43.7 


-*71 


-185 


650 


68.9 


Total % 


4,284 


100.0 


81.9 


3.962 


100.0 


833 


-»2 


-75 


944 


100:0 


Total Staff § 






















Asian 


419 


4.8 


2-2 


7QS 


8.0 


3.4 


286 


683 


572 


5.6 


Black 


1,132 


13.1 


6.0 


1.109 


1^6 


5.4 


-23 


-20 


966 


9.4 


Hispanic |;: 


1,101 


12.7 


5.8 


1,484 


16.8 


72 


3S3 


34J 


8% 


8.7 


Native American 


89 


1.0 


05 


87 


1.0 


0.4 


-2 


-2.2 


66 


0.6 


White 


5,927 


68.4 


31.2 


5,438 


61.6 


263 


-J89 


-8.3 


7.806 


75.7 


Total 1 


8,668 


100.0 


45.7 


8323 


100.0 


43.1 


155 


1.8 


10306 


100.0 



Note: Due to rounding eadi cotumo may sot add to exactly 100.0 percent 

The OianceUoi's Offke, Lassen College, San Jose CCD and South County CCD penoooel are not included in this report. 
Source: California Poataeamdary Education Commission staff anaiyaia. 
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the California Community Colleges, Fall 1979 and Fall 1989 



WOMEN 



TOTAL 





19B9 




1979^1989 1 


1979 


19B9 


1979^1989 








Number %Cb«iiieof 






Number % Change d 


Total 


Number Ottegoiy 


Ibtal 


Change 1979 Base i Nttmher 


Cat^Qoay 


Number Categpiy 


Qiafige 1979 Base 



li) 


40 


43 


16 


15 


tiO.0 


72 


2.9 


93 


17 


21 


292 


23 


93 


103 


3.7 


36 


632 


193 


7.8 


243 




50 


25-9 


0.9 


56 


63 


23 


35 


166;7 


161 


63 


239 


9.6 


78 


48.4 


02 


9 


1.0 


0.4 


4 


80.0 


19 


0.8 


27 


1.1 


8 


411 


173 


689 


77.7 


27.7 


U2 


61.4 


2,022 


810 


1,883 


75.8 


-139 


^9 


2L7 


8S7 


lOOlO 


35.7 


352 


65^ 


2,467 


100.0 


1485 


100.0 


18 


0.7 


44 


115 


n dt 




77 


131S 


113 




240 




127 


1114 






117 


71 


167 


3793 


100 


73 


364 


112 


264 


264 0 


in 


191 


113 


6.4 


151 


3773 


123 


9-2 


378 


117 


255 


2073 


0.1 


14 


0^ 


03 


13 


1300.0 


5 


0.4 


23 


OJ 


18 


360.0 


3S.6 


1,104 


66.7 


37.0 


631 


133.4 




74.4 


1.978 


663 


989 


100.0 


46J 


1,655 


100,0 


553 


1,039 


168.7 


1430 


loao 


2,983 


100.0 


1,653 


1143 


53 


551 


&4 


7.7 


153 


38.4 


444 


5.9 


652 


9.1 


208 


46l8 


a.4 


593 


9.0 


83 


-36 


^.7 


717 


93 


676 


93 


-41 


-5.7 


8.7 


867 


m 


111 


215 


33.0 


716 


93 


947 


133 


231 


323 


OJ 


55 


0.8 


0.8 


17 


44.7 


47 


06 


61 


0.9 


14 


29.8 


70.7 


4426 


68.7 


63.4 


-795 


-14,9 




74.4 


4,«» 


673 




-143 


93-5 


6,592 


100.0 


914 


•446 




7^ 


loao 


7,136 


100.0 


-392 


^2 


18 


152 


8,7 


4.9 


85 


126,9 


121 


5JQ 


286 


9,1 


165 


136.4 


13 


100 


5.8 


31 


45 


81J 


137 


5.7 


184 


5.9 


47 


343 


4J 


204 


11.7 


63 


99 


943 


221 


9.1 


348 


11.1 


127 


573 


0^ 


16 


0,9 


03 


5 


453 


21 


0.9 


25 


0.8 


4 


19.0 


38.6 


1,266 


718 


403 


331 


35.4 


1,921 


79.3 


2,286 


73.1 


365 


19.0 


483 


1,738 


100.0 


553 


565 


48J 


2,421 


100.0 


3,129 


100.0 


708 


293 


Q5 


41 


5-2 


0.9 


17 


70.8 


241 


4.6 


153 


74 


112 


463 


3J 


156 


19.7 


33 


-25 


-13J 


951 


182 


795 


16l7 


-156 


-16.4 


13 


133 


16S 


18 


55 


703 


776 


14J 


1,023 


213 


247 


31J 


0:2 


8 


1.0 


01 


-3 


-273 


63 


12 


53 


LI 




•15.9 


114 


455 


57.4 


9.6 


^195 


-30.0 


3,197 


6\2 


2431 


512 


-666 


-20.8 


18.1 


793 


100.0 


16.7 


-151 


-16.0 


5,228 


100.0 


4,755 


100.0 


^73 


-9.0 


3.0 


919 


7.9 


43 


347 


60.7 


991 


5.2 


1,624 


7,9 


633 


63.9 


5.1 


1,153 


9.9 


5.6 


187 


19.4 


2,<m 


11.1 


2,262 


11,0 


164 


7.8 


4.7 


1,451 


114 


7.1 


555 


61.9 


1,997 


103 


2,935 


14.3 


938 


47.0 


03 


102 


0.9 


03 


36 


543 


155 


OJ 


189 


0.9 


34 


21.9 


41.1 


8,040 


68.9 


392 


234 


3.a 


13.733 


714 


13,478 


65.8 


255 


-1.9 


543 


11,665 


100.0 


56.9 


1359 


13J 


18,974 


100.0 


20,488 


100.0 


1314 


8.0 



Gender composition: The proportion <^ women in 
the total staff workforce increased from 54.3 to 66.9 
percent over the past decude, with the nuis^r of 
women in every racial-eUmic cate^ry ino^asing. 
Only White women declined in iHY>portional repre- 
sentation in the total staff workforce. 

Over the past decade, women increased both their 
numerical and proportional representation in the 
Executive/Administrative/Managerial classiHca- 
tion« In 1987, women reprewnted 21.7 perront of 
this classificaUon and by 1989 their representation 
had grown to over 35 percent* Women from all 
radal-ethnic groups increased their numbers, with 
White women demonstrating the great^t numeri- 
cal increase. Women from all racial-ethnic categor- 
ies also ii^reased their imiportional representation 
in this employment category, with the greatest pro- 
portional increase being esqserienced by Hispanic 
women. The number of men holding managerial po- 
sitions actually declined from 1979 to 1989, with 
White men being the only group to experience a de- 
cline in their numerical representatioa 

Women also increased their numerical and propor- 
tional representation in the Professional/Non-Fac- 
ulty clarification. By 1989, women represented 
S5.5 perront of all those employed in this category 
a 9.2 percent Licrease since 1977. As evidexwed in 
the Executive/Administrative/Managerial classifi- 
cation, women from all racial-ethnic groups also in- 
creased their numerical and proportional represen- 
tation in this employment classification. Black, 
Hispanic, and Native American women all made 
significant progress in increasing their proportional 
representation in this occupational cat^ory. While 
men from all racial-ethnic l^kgroimds increased 
their numbers, only Black men made any signifi- 
cant progress in increasing their proportion in this 
classification. 

In the Secretarial/Clerical classification, the pro- 
portion of women employed declined from 93.5 to 
92.4 pen^nt, with White women holding 795 fewer 
positions in this classification in 1989 than they did 
a decade earlier. The proportional representation of 
women from all racial-ethnic groups except White 
increased over the decade, with Asian and Hispanic 
women experiencing the greatest proportional in- 
crease. While the number and proportion of men 
from all racial-ethnic categories except Asian ex- 
perienced either a small decrease or a very modest 
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increase, Asian males ino^ased both their number 
and proportion in this employment category. 

The trend evident in the Prof^ional/Non-Fac- 
ulty dassificatimi can also be seen in the Technical 
Paraprofessional clarification, in which women in- 
creased their proportion from 48.5 percent in 1979 
to 55.5 percent in 1^^. Women from all racial- 
ethnic groups increased both ^ir numerical and 
proportional representation in this employment 
category, with White women demonstrating the 
greatest numerical increase and Asian women dem- 
onstrating the greatest proportional increase. While 
men in all racial-ethnic grou^ exrapt for Native 
American showed modest numerical gains, only 
Asian men increased their proporiioi^ representa- 
tion in this occupational classification. 

Both men and w>men from Black, Native Ameri- 
can, and White backgrounds experienced numerical 
and proportional declines in the Other Staff cate- 
gory, while Asian and Hispanic men and women 
demonstrated both numeric and proportional gains. 
Overall, women's representation in this classifica- 
tion decreased slightly from 18.1 to 16.7 percent. 

Composition of administrators 
acconiing to the community 
colleges* unique cUxssifictUion 

The Chancellor's Office of the California Communi- 
ty Colleges included in its submission to the Com- 
mission data on administrators as defined by its 
unique personnel classifications of Certificated and 
Classified Administrators. The percentage of Cer- 
tificated and Classified Administrators by gender 
and racial*ethnic group in 1987 and 1989 the only 
period for which these data were currently avail- 
able appears in Display 3 on page 13. 

Racicd-ethnic composition: Overall, the percentage 
of administrators in the community colleges from 
Black, Hispanic, and Native American backgrounds 
increased^ while the percentage from Asian and 
White t^kgrounds decreased. The same trend was 
also observed in the Certificated Administrative 
classification. However, in the Classified Adminis- 
trative classification, the proportion of Black and 
White administrators increased, while those from 
the remaining cial-ethnic groups declined. 

Gender composition: Overall, women increased 
their proportional representation among communi- 
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DISPLAY 3 Percent of Sk^ in AdnUnistratioe Positions in the California Community Colleges, 
by Gender and Ethnicity, 1987 and 1989 



Cgrtiflcated AdminUtrative Clflwified Admimstmtiye Total Administrative 



Racial-Ethnic Background 


1987 


1989 




1989 


1987 




Asian 


3.6% 


3.3% 


3.8% 


3.6% 


3.7% 


3.4% 


Black 


10.4 


10.9 


6.9 


7.2 


9.4 


9.7 


Hispanic 


9.1 


10.2 


8.6 


8.0 


9.0 


9.5 


Native American 


1.0 


1.4 


0.8 


0.7 


0.9 


1.2 


White 


75.9 


74.3 


79.9 


80.5 


77.0 


76.3 


Gender 














Men 


70.8 


66.6 


63.5 


58.2 


68.7 


63.9 


Women 


29.2 


33.4 


36.5 


41.8 


31.3 


36.1 



Source: California IH)gtaecopdafy Edttcatjon ConiniiMion staff aoalysia. 



ty college administrators, ami now reiM'esent over 
36 percent of all such positions. Women also in- 
creased their proportional rein^esentation in both 
the Certificated and Classified Administratiire clas- 
sifications. 



The California State University 

Staff composition aecorcUng 
to the BEO^ cUiSsifjcations 

Data on the gender and racial-ethnic composition of 
staff at the California State University according to 
the EEO-6 employment classifications is presented 
in Display 4 on the next two pages. 

Racial-ethnic composition: In 1977, nearly 26 per- 
cent of the total staff workforce was from Asian, 
Black, Hispanic, or Native American backgrounds, 
compared to 33.1 percent in 1989. All racial-ethnic 
groups except White staff experienced growth in 
their ntmierical representation from 1977 to 1989, 
with the largest increases t^ing made in the num- 
ber and proportion of Asian and Hispanic staff 
members. 

For the Executive/Administrative/Managerial clas- 



sification« staff in all racial-ethnic categories in- 
creased their numerical representation in the work- 
force, although this change is at least partially ac- 
counted for by the reclassification of positions carry- 
ing the confidential designation to this category in 
1981. While the number of White staff in this cate- 
gory showed ihe greatest numerical increase, the 
proportional representation of Asian, Black, His- 
panic, and Native American staff each more than 
doubled. As a consequence, these groups together 
increased their representation from 8.5 percent in 
1977 to 22.0 percent in 1989. 

In the Professional/Non-Faculty category, the trend 
noted above, although less striking, was repeated. 
Each racial^thnic category numerically increased; 
proportionally, the combined presence of Asian, 
Black, Hispanic, and Native American staff account- 
ed for 28.4 percent of the category, compared to 20. 1 
percent in 1977. 

In the SMretarial/Clerical category, only Hispanic 
staff made substantive numerical gains. However, 
bMause of the dramatic decline in the number of 
White staff in this classification, all other racial- 
ethnic groups demonstrated a proportional in- 
crease. 

In the Technical/Paraprofessional classification, all 
racial-ethnic groups increased their numbers and 
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DlSfLAY 4 



Number and Percent of Staff by Category, Gender, and Racial-Ethnic Background at 

MEN 








1989 




1977-1989 \ 


1977 


















Nuffllmr Categoiy 


Total 


Oiaiig^ 1977 Ba» | Number 


Category 



Bnesthie/AdisinlMtfte/li^Veiiai 



Asian 
Black 
Hispank 
Natiic Anieiicmi 
WliUe 
Total 

Picftsioiial/Noo-I^citlty 
Asiaa ^ 
Black ^ 

Native Aottiteafl i 
Whhe i 
Total I 

Scdctarial/Ckakxl I 
Asim 1 
Black 1 

While I 
Total I 



8 


1^ 


1.7 


64 


42 


2.7 


56 


Toao 


1 


16 


14 


12 


2.9 


146 


9j6 


6J 


132 


9419 


5 


13-2 


12 


17 


2-5 


116 


7.6 


4.9 


104 


866.7 


1 


16 


0 


ao 


OD 


5 


OJ 


0.2 


5 


n/« 


0 


0.0 


408 


913 


SS.0 


1,187 


78J 


502 


779 


190.9 


31 


81.6 


442 


loao 


9il 


1418 


10O.O 


M2 


1,076 


243.4 




100.0 



Asiaa 

HiS}Millk 

Native Amerkan 
WUie I 
Tc»aJ i 

i 



i 
i 

1 



63 


4.1 


14 


120 


7^ 


3.4 


57 


905 


68 


6.1 


116 


7iS 


4.4 


143 


9J 


4.0 


27 


233 


99 


8.8 


113 


7.4 


43 


155 


'Ul 


4J 


42 


372 


51 


45 


16 


1.1 


0.6 


13 


\}A 


0.4 


•3 


-18.8 


6 


Q5 


L215 


79J 


46.0 


1,103 


71.9 


yyg 


-112 


'92 


897 




1523 


lOOi) 


57.6 


1534 


100.0 


42.9 


11 


0,7 


1,121 


100.0 


27 


5.9 


05 


42 


14J 


0.9 


15 


55.6 


302 


6.0 


63 


13.8 


1.2 


50 


\12 


1.1 


-13 


-20,6 


392 


7.8 


47 


lOJ 


0.9 


50 


ni 


1.1 


3 


6.4 


505 


lO.l 


8 


1.8 


ai 


2 


0.7 


0.0 


-6 


-75.0 


24 


OJ 


310 


^1 


5.7 


146 


50J 


3J 


-164 


-519 


3,794 


75.6 


45S 


100.0 


8J 


290 


100,0 


6J 


^165 


-36J 


5.017 


100.0 


63 


5.1 


18 


133 


10,0 


A5 


70 


111.1 


67 


6.4 


61 


5JD 


17 


87 


6J 


2-9 


26 


426 


55 


5.3 


68 


5.3 


2J0 


122 


9,1 


4,1 


54 


79.4 


43 


4.1 


5 


0.4 


02 


9 


0.7 


OJ 


4 


^.0 


4 


0.4 


1,034 


84.0 


45J 


9BS 


73.7 


33J 


-49 




871 


83.8 


1,231 


100.0 


54.2 


1336 


100.0 


45J 


105 


85 


1,040 


100,0 


m 


7.0 


5.9 


224 


10,0 


8J 


2 


0.9 


26 


4.6 


509 


16.0 


13.6 


316 


14.2 


\\5 


-193 


-379 


165 


29.4 


492 


153 


13.1 


506 


2U 


18.4 


14 


18 


57 


10,2 


34 


1.1 


0.9 


3iS 


16 


IJ 


I 


2,9 


6 


1.1 


1,924 


60J 


51.4 


1,149 


51J 


41,9 


-775 


-40.3 


307 


54.7 


3,181 


100.0 


S5.0 


2^ 


100,0 


81.3 


-951 


-29.9 


561 


1000 


3S3 


5.6 


16 


583 


8,4 


3,6 




52J 


464 


6.0 


763 


lU 


52 


742 


10.7 


4.6 


21 


-18 


716 


9.2 


732 


10,7 


5.0 


949 


13,7 


5.9 


217 


29,6 


657 


84 


63 


0.9 


0.4 


64 


0,9 


0.4 


1 


16 


40 


03 


4,891 


71.6 


33J 


4^?[) 


66^ 


28,4 


021 


^,6 


5.900 


75,9 


6332 


100.0 


46.8 


6,908 


100,0 


43,0 


76 


1,1 


7,777 


100.0 



Other Staff 
Atian 
Black 

Hispanic 
Native AiDCfican 
White 
Total 

Total Staff 
Aaiaa 
Rack 
H^iaiik: 
Native American 
Wliite 
Tmai 

Notea: Sonoma Stat^ Univeraty exdudas all intfirmitt^nt (hourly) employees and those employed for 90 days or le^. 
Due to rounding, each column may not add to exactly 100 percent 



Sourcv : California Postfiecondary Education Commission staff analysia. 
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only the propM^'onal representation of White staff 
in this category declined. 

In the Other Staff employment classificationt only 
Asian and Hispanic staff experienced numerical in- 
creases, while all other raeial-ethnic groui» exper- 
ienced a decline in tiieir number. Because of the 
substantial decrease in the number of Black and 
White staff in this eatery, all other radal-ethnic 
groups iira^ased their proportional rejv^ntation 
in this category. 

Gender compwiHon: The proportion of women in 
the total staff workforce increased from 53.2 to 57.0 
percent since 1977, with the number of women in 
every racial-ethnic category increasing. Only 
White women declined in proportional representa- 
tion among the fema le staff workforce. 

The number and proportion of women in the Ej^cu- 
tiv^Administrative/Managerial classification have 
grown dramatically, which is attributable, in large 
n^asure, to the reclassification discussed above In 
1977, less than 8 percent of ^aff in thb classifica- 
tion were women, a»mpared to 35.8 percent in 19^. 
While White women experienced the largest nu- 
merical growth among women, the growth in the 
nuIl^>er of women from other radal^thnic groups is 
astounding. In 1977, only seven women from Asian, 
Black, His.^nic, and Native American backgrounds 
were employed in this clarification. However, by 
1989, 189 women from these backgrounds held posi- 
tions in this category. Men from all racial-ethnic 
backgrounds also increased their numerical repre- 
sentation in this category. Men and women from all 
racial-ethnic grouf^ increased their proportional 
repr^ntation in the Executive category, with the 
sole exception being White males. 

Women also increased their representation in the 
Professional/Non-Faculty classification, increasing 
their representation from 42.4 percent in 1977 to 
57.1 percent in 1989. Women from each racial- 
ethnic group increased both their number and pro- 
portion in this occiipational classification. Only 
Asian, Black, and Hispanic males increased their 
numbers in this classification, with only Asian 
males making any significant progress in increas- 
ing their representation in this employment cate- 
gory. 

The proportional representation of women in the re- 



maining ottupational categories also inoreased: In 
the Seoretarial/Cleri^l clamifi^tion, the propor- 
tion <^ women iMr^used from 91.7 to 93*5; in the 
Technical/Paraproferoional category, it grew from 
45.8 to 54.8; and in the Other Staff category, it ex* 
panded from 15.0 to 18.7. Among all three categor- 
ies, H^f^nic women showed the greatest numeric 
and {KToportional increases, while White males ex- 
perien^ both numeric and proportional decUros in 
their representetion. 

CompasUion of rfMW^ement according 

to the StcUe Uniuereity's unique classifications 

The State University also submitted information 
about the gender and raeial-ethnic composition of 
ite management and supervisory employees. The 
State University implemented a Management Per- 
sonnel Plan that classifies management and super- 
visory employees into four grade levels. Grade lev- 
els I and tl include middle managers and sixpervi- 
sory employee, while Grade Levels HI and TV in- 
elude vice prraidents, deans, senior managers, and 
senior directors. The number and percentage of 
staff classified in Grade Levels I and n and in Grade 
Levels m and IV by gender and racial*ethnic group 
in 1987 ami 1989 the only period for which these 
data were currently available is presented in Dis- 
play 5 on page 17. 

Owrall increase in management staff: From 1987 to 
1989, the Stete University's management work- 
force increased by 48 positions or 2. 1 percent. How- 
ever, all of this growth o<xurred within the Grade 
Level I and 11 positions, which are princiiMlly su- 
pervisory in nature, and none omirred at the upper 
Grade Levels. 

liacial-ethnic composition: In 1987, 20*6 percent of 
the State University's management workforce was 
from Asian, Black, Hispanic, and Native American 
backgrounds compared to 22.5 percent in 1989. All 
racial-ethnic groups with the exception of Native 
American and White staff increased their numeri- 
cal and proportional representation among the 
management stafT. Hispanic management staff 
demonstrated the greatest numeric and proportion- 
al growth ove- the two year period. 

Among Grade Levels I and 11, all raciaLethnic 
groups increased their numeric representation. 
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DISPLAY S Number and Percent of Management Sft^ by Level, Racial'Ethnie Background, 
and Gender at the California State University, 1987 and t989 



1987 t989 18874989 
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Note: The tiumbdn may not add to i(M parent due to rounding. 
Source: California Pbstaecondary Eduction Commission staff analysia. 
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with tl» greatest ii^^ease being made among White 
staff. I^pite this fact, the proportional representa- 
tion of White staff decreased, while that of all other 
racial-ethnic groups increased or remained con- 
stant Ii^viduals from Asian backgrounds demon- 
strated the greatest proportional growth over the 
two-year period, increasing &om 5.6 perront of the 
Qraite Level I and n staff to 6.4 percent of that staff. 

Within Grade Levels m and IV, Hispanic and Black 
staff weie the only radal-ethnic groups to inw^se 
their numerk or proportional representation. Indi- 
viduals Hispanic background demonstrated the 
greatest progr^ with a numeric growth of 20 axui a 
proporti<mal growth of 1.8 percent. Individuals 
from Asian, Native American, and White back- 
grounds all (Ucreasal in numerical and proportion- 
al re|»r^^6ntation, with the greatest numeric de- 
crease being seen among White staff and the great- 
est proportional decrease being seen among Native 
American staff because of their small numbers. 

Gender composition: The proportional reproMnta- 
tion of women among tk^ State University's man- 
agement staff increased one percentage point since 
1987, &x)m 34.8 to 35.8 percent All of the progress 
can be attributed to the increase in the number of 
women employed in Grade L^vel III and IV posi- 
tions. Although no numeric increase occurred in 
the number of positions at th^ levels, women were 
hired into every position that became open during 
the two-year period. As a result, women increased 
their proportional representation from 22.0 to 25.3 
percent in these grade levels. However, among 
Grade Levels I and II, the proportion of women de- 
creased ftow 46.8 to 45.2 percent. 
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Staff compoBiHon according 
to the BEO-6 classifications 

Display 6 on pag^ 20-21 presents data on the eth- 
nic and gender composition of the University's staff 
according to the EE0*6 occupational classifications. 

Radal-ethnic composition: In 1977, 30.0 percent of 
the University's total staff workforce was from 
Asian, Black, Hispanic, or Native American back- 
grounds, compared to 36.3 percent in 1989. While 



t)^ University incxea^ the proportion of Asian 
and Hispanic staff, it did not increase the proixHtion 
of Native American and Black staff. In fact, the 
proportion of Black staff has decreased fhim 13.4 
percoit in 1977 to 11.8 pwcent in 19^, d^ite the 
University employing 1,200 more Black staff mem- 
bers in 1989 than in 1977. All radal-ethnic groups 
experiemed growth in their numeric reprosenta- 
t^n firom 1977 to 1989, with the largest numerical 
gains being made among Asian and White staff. 
Proportionally, Asian staff increased by over 123 
percent and Hispanic staff grew by nearly 91 per- 
cent during this time period. 

Despite the fact that White staff in the Execu* 
tive/Administrative/Managerial category showed 
the grea^t numeric increaw, their proiK>rtional 
reftfesentation in this category actually decreased 
from 1977 to 1989. All other radal-ethnic groups 
demonstrated both numeric and proportional gains 
over the period, with individuals from Native 
American t»ickgrounds showing a 1,050 percent 
over the time period, albeit on a small initial base. 

In the Professional/Non-Faculty category, White 
staff again showed the greatest numeric increase, 
although as was the case in the Executive/Admin* 
istrative/Managerial category, their proportional 
representation in this category also declined. Indi- 
viduals from all racial-ethnic backgrounds showed 
numeric increases, while those from only Asian, 
Black, and Hisi»nic backgrounds demonstrated 
proportional increases, with Hispanics demonstrate 
ing the largest such increase. The proportional rep- 
resentetion of individuals from Native American 
backgrounds in this category remained constant. 

All racial*ethnic groups demonstrated both numeric 
and proportional gains in the Secretarial/Clerical 
category, with the exception of individuals from 
White backgrounds who experienced a decline in 
tt^ir proportional representation. Individuals from 
Hispanic backgrounds, followed closely by those 
from Asian backgrounds, showed both the greatest 
numeric a^id proportional increases of 38 percent 
and over 101 (lercent, respectively, in this category. 

In the Technical/Paraprofessiona! category, numer- 
ic gains were made by all racial-ethnic groups. 
However, the gains were minimal for individuals 
from Black and Native American backgrounds. 
Staff from Asian and Hispanic backgrounds in- 
creased their proportional representation in this 
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category, with Asians demonstratiiig the greatest 
{proportional increase. The proportional representa- 
tion of Native American staff in this c^t^ry re- 
mained oinstant, while that of Black and White 
staff exponent a decrease. 

Among Other Staff, the number and proportion of 
staff from White and Black backgrounds decreased, 
with Black staff showing both the greats numeric 
and proportional decr^se. On the other hand^ indi- 
viduals from Asian and Hispanic backgrounds in- 
creased their number and proportion in this cate- 
gory, with the greatest such increases l^ing made 
among Asian staff. While the number of Native 
American staff employed in this category increawd 
slightly, their proportional representation re- 
mained cui!Stant. 

Gender compasUion: In 1989, the University em- 
ployed more than 11,(KN) more women than it did in 
1977, which resulted in them ino^asing their pro- 
portional representation 1.3 percent to 65.5 perrant 

Over 1,000 more women were employed in the Ex- 
ecutive/Administrative/Managerial category in 
1989 than in 1977. In fact, women now represent 
nearly one^half of all employees in this classifica- 
tion, a sign of significant progrros since they repre- 
sented only 28.6 perrant of employees in this classi- 
fication in 1977. While both men and women in all 
racial-ethnic categories demonstrated numeric in- 
creases, the greatest such increase was among 
White women. Asian^ Native American^ and His- 
panic women showed the greatest {proportional in- 
creases. Of particular interest, the number of wom- 
en from Asian, Black, and Native American back- 
grounds employed in this classification is higher 
than the number of men from these backgrounds 
employed in such positions. As a result of these 
changes, the University's top administrators are 
clearly a more diverse mix than in the past. 

The proportion of women employed in Profession- 
al/Non-Faculty positions also increased - from 64.3 
per<»nt in 1977 to 69.2 percent in 1989. Women in 
all racial-ethnic groups increased both their num- 
ber and proportion with the exception of White 
women, whose proportional representation re- 
mained essentially the same. Men from all racial- 
ethnic categories also increased their numbers with 
the exception of Native Americans, who experi- 
enced a small decline. However, only men from 



Asian. Hispanic, and Black backgrounds increased 
their proportional rei»^sentation in this employ- 
ment category. 

Proportionately more men were employed in Secre- 
tarial/Clerical positions in 1989 than in 1977, with 
their proportional refH^sentation increasing from 
13.5 percent to 17.5 percent Men and women in all 
radal-ethnic categcMira experienced both numeric 
ami proportional gains, with the one exceptimi be- 
ing White women whose iut>portional representa- 
tion decreased from 61.9 percent in 1977 to 50.3 per- 
cent in 1989. 

The proportion of women employed in the Techni- 
cal/Paraproferaional classification decreased from 
53 perrant in 1977 to 51.7 percent in 1989, although 
women £i oro all racial-ethnic backgrounds with the 
exceptionof Black women achieved numerical gains. 
Men from all racial-ethnic t»ck^undSp with the 
exception of Native American men also achieved 
numeric gains. However, only Asian and Hispanic 
men increased their proportional representation in 
this employment classificati<m. 

Numerically fewer men and women from Black and 
White backgrounds were employed in the Other 
Staff category in 1989 than in 1977, while Asian 
men demonstrated the greatest numeric gains. 
Asian and Hispanic men and women showed the 
only proportional growth in this employment cate- 
gory. 

Staff composUion according 
to the Univenity'8 unique 
employment categories 

In July 1988, the University of California instituted 
a new four-tier personnel system for stafT and man- 
agement positions at all nine University campuses. 
The four tiers or "Programs'* are (1) Executive, (2) 
Management and Professional (MAP), (3} Adminis- 
trative and Professional Staff (a&PS), and (4) StafT 
Personnel, Display 7 on p^es 22 23 presents the 
gender and racial-ethnic composition of the staff as 
of 1988 and 1990 in these four programs, which the 
University defmes as follows: 

• Executive Program: The Executive Program in- 
cludes positions which provide campus or Univ- 
ersitywide leadership and are responsible for sef 
ting policy and program direction. Positions in 
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DISPLAY 6 Sumi^r and Percent of Stafl' by Category, Gender, and Raeial-Ethnk Background at 
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23.7 
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5.4 


3.9 
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11.0 


8.1 


339 


125.6 


98 


5.0 


1.178 


23.7 


17.0 


1.127 


203 


14.9 


^1 


-43 


895 


45.9 


731 


14.7 


10.6 


1,244 
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513 


702 


273 
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54 


1.1 


0.S 


62 
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0.8 


8 
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13 
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TO 


IS 


2,455 
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4,9 
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12,1 


4.2 


339 
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1,402 


9J 


3J 
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4.4 
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7.3 


105 


0.7 


OJ 
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0.6 


02 


24 


219 
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0.7 


0.476 


69.2 


24.8 


12^10 


612 


21.4 


2,034 


19.4 


19.170 




5,1.19 


100.0 


35.8 


^,099 


100.0 


343 


4,960 


318 


27.184 


100.0 



ffispmk ^ 

Native Amcricaii 1 

Wliite I 

Total I 

! 

Tccluicil/Pttnprofcsiioiial 

Black 

Hispaaic 
NifiifV American 
White 
Toiai 

Other Staff 
Asm 
Black 

Hispamc 
Native Amcricafl 
White 
T(Mal 

Total Staff 
Aaian 
Kack 

Hispamc 
Native Amcricao 
White 
Total 



Note: Due to rovoding, each cdumii may not mki to exactfy 100.0 percent 
Source: California Postaecoodary Education Commistrion ataff anaJyaia. 
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the University of California, Fall 1977 and Fall 1989 
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4.9 


14 


64 


914J 


30 


L9 


133 


44 


103 


3413 


1.7 


105 


72 
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14 
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53 
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03 
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03 
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30 
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73 
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13.9 
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12.4 
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1,046 


86l2 


1,478 


9JQ 


2,778 
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OS 
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8 


04 


53 
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12.5 
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OA 
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05 


9 


45.0 


36 


a7 
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17 
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1684 
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51.7 
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17.4 


5451 
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15J 
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213J 
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53 
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30.6 
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4S2 
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2,006 


100.0 


26.6 
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3.0 
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7454 
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9.1 
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3419 
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16 
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04 
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DISPLAY 7 Number and Percent of Staff by Category, Gender, and Racial-Ethnic Background at 
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Hispanic 
Native American 
White 
Total 
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99 
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Nose Due to iimukUi^ esdi column may mm add to exactly 100.0 penccnt 



Source: California Postsecondary Education Commission staff analysis. 
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the University of California, Fall 1988 and Fall 1990 
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this clarification ii^ude OflScera of the Univer- 
sity and senior-level administrators. 

• MafUJ^merU and ProfessioncU (MAP) Program: 
The MAP Program irclwl^ all management posi- 
tions below the Executive level together with 
senior-level profes^onal positions. 

• Admini8traHu€€mdProfeBMwn€USk^(A&FS) Pn^ 
gram: The AftPS classification irclu^ positions 
that provide hi^-level administrative and pro- 
fi^sional support for the Univei^ity*s depart- 
ments, programs, and fields of study. 

• SAo^Pe/^nn^/Prognom; The StafiPersonnel Pro- 
gram classification includes all remaining non- 
academic staff members who work in a wide vari- 
ety of owupational areas including secretarial 
aid clerical, service and maintenance, aiKi tech- 
nical and paraprofessional job clarifications. 

Overall increase in staff: From 1988 to 1990, the 
University's total non-academic staff workforce in- 
creased 10.1 perrant or by 8,367 positions. The 
A&PS Staff category demonstrated the greatest pro- 
portional growth incrrasing 13.9 percent or by 
1,8^ individuals, while the Staff Pwsonnel cate- 
gory showed the greatest numeric increase with 
6,272 more employees in that category than two 
years earlier* 

Racial-ethnic composition: In Ai»il 1988, 36.3 per- 
cent of the total non-academic staff workforce was 
from Asian, Black, Hispanic, or Native American 
backgnnrnds, compared to 39.0 percent in 1990. All 
racial-ethnic backgrounds increased boUi their nu- 
merical and proportional rejn^sentation in the total 
staff workforce with the sole exception being White 
staff whose proportional representation decreased 
by 2.7 percent, despite their demonstrating the 
larg^t numerical increase over the two-year peri- 
od Hispanic staff showed the greatest proportional 
increase in the total staff workforce with their rep- 
resentation increasing from 10.6 to 12.1 percent in 
1990. 

Despite the fact that only 13 more individuals were 
employed in the Executive category in 1990 than in 
1988, all 13 of the increases were made by individu- 
als from Asian, Black, Hispanic, or Native Ameri- 
can backgroimds. All racial-ethnic backgrounds 
with the exception of White staff increased both 
their numerical and proportional representation in 
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this employment classification, with Executives 
from Black backgrounds demonstrating the great- 
est numeric increase, while Native Americans 
showed Uie greatest proportioi\al increase because 
of their small numbers. 

All racial-ethnic groups experienced numerical 
growth in the MAP classification, with White staff 
demonsto*ating the largest numerical increase. 
However, only Asian and Native American indi- 
viduals increased their importional repr^ntation 
in this rategory, with Native Americans demon- 
strating the greatest proportional growth because of 
their small numbers. Ixuiividuals from White back- 
grounds were the only racial-ethnic group to exper- 
ience a proportional decrease in their representa- 
tion in this employment classification. 

In the A&PS category, all racial-ethnic grouf^ dem- 
onstrated numerical increases, with White staff 
demonstratii^ the greatest increase. Asian, Black, 
and Hispanic staff demonstrated marginal in- 
cr^u^ in their proportional representation in this 
category, while the importional representation of 
Native Americans remained constant and that of 
White staff declined. 

All radal^thnic grouf^ demonstrated numerical 
growth in I taff Personnel category. All groups 
with ttw ex^tion of White staff also increased 
their proportional representation in this employ- 
ment classification. Hispanic individuals showed 
the greatest numerical and proportional increases 
in the category, increasing their proportional repre- 
sentation to 13.6 percent 

Gender composition: The proportion of men and 
women employed among the staff at the University 
was nearly identical in 19S8 and 1990, with women 
representing 62.5 percent in 1988 and 62.4 percent 
in 1990. Both men and women from all racial- 
ethnic backgrounds with the exception of White 
staff increased their proportional representation in 
the total staff workforce. 

Women increased both their numerical and propor- 
tional representation in the Executive Program 
classification and now represent over 22 percent of 
the employees in that classification. Women from 
all racial-ethnic groups increased their proportional 
representation in this classification with Black 
women demonstrating the greatest proportional in- 
crease. Men from all racial-ethnic categories except 
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Native American and White iMtckgitmnds also in- 
creased their im}p(»tional representation in this 
employment ^tefory. 

The niunber and proportion of women employed in 
the MAP classification also increased^ with women 
now representing 39 percent of employees in this 
category. Native American women demonstrated 
the greatrat imiportional increase because q£ their 
small base number. While men from all racial- 
ethnic Imckgrounds incensed their numbers in this 
classification, only Asian and Native American 
men made any substantial progress toward increas- 
ing their proportional representation in this em- 
ployment classification. 

Women also increased their proportional represen- 
tation in the A&PS classification, and now represent 



62 pereent of the staflTln that employment category. 
While men and mmen from all racial-ethnic back- 
grounds ii^reased their numerical representation 
inthisemploymentclassification, only Asian, Black, 
and Hlsf^nic men and women increased their pro- 
portional representation in this category. 

The i»roptHtion of women employed in the Staff Per- 
sonnel classificatiim d^reased from 1988 to 1990, 
with women now representing 63.5 percent of the 
staffemployed in that clarification. Men and wom- 
en firom all racial-ethnic backgrounds increased 
their numerical representation in this employment 
classification, while all groups except Black and 
White men and White women increased their pro- 
portional representation in this staff category* 
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Race and Ethnicity of California's 
4 Labor Force and of the Segments' Staff 



Radal-ethnic compositioii 
of CaUfornia's labor force 

One way to determine the relative progress made by 
California's public a>lleges and universities in di- 
versifying their staff is to compare the racial-ethnic 
composition of their staff, by occupatiimal category, 
with California's labor force - the com]»rative ba- 
sis for most judgments about the effectiveness of af- 
firmative action policies and procedures. Althou^ 
information on the composition of California's labor 
force by occupational clarification and ethnicity is 
not yet available from the 1990 Census, it can be es- 
timated on the basis of Current Population Surveys 
cbne by the United States Dei^rtment of Labor and 
data from the Center for Continuing Study of the 
California Economy. Unfortunately, the Center's 
categorization of race/ethnicity a>mbines Asian sub- 
groui^ with all individuals who are not identified as 
Black, Hispanic, or White. Comi»rable informa- 
tion by gender, such as that presented on ethnicity, 
cannot be obtained until the 1990 Census is made 
available. Display 8 below prroents those estimates 
for five broad occupational grouj^. 

It is important to note that these percentage are es- 
timates for extremely broad occupational groups - 



some of which are not directly applicable to the post- 
secondary education work force. In particular, the 
broad occupational category "^Sales, Administrative 
and Technical Support Staff** is relatively inapplica- 
ble as a a>mparable category for colleges and uni- 
versities especially with respect to the subcategory 
of "^Sales Sta£r - the most rapidly increasing com- 
ponent of this broader category. 



Comparisons with Uie segments' staff 

Display 9 on page 28 shows the composition of staff 
in each segment by job categories that are roughly 
equivalent to the occupational group categories of 
Display 8. In terms of the total staff, the two dis- 
plays sug^t that all three segments employ pro- 
portionately more Black, Hispanic, and Asian/All 
other individuals than are employed in California's 
total labor force. In other words, the staff of all 
three segments is as racially and ethnically diverse 
as that of the total California workforce - if not 
more so. However, this is not true of each of the in- 
dividual occupational categories, as the following 
paragraphs note. 



DISPLAY 8 Racial-Ethnic Composition of California's Labor Force by Major 


Occupational 




Categories. 198€'1988 Average 


Asian and 
Another 


Black 


Hispamc 


White 


Total Califomiii Labor Force 


8.9% 


6.6% 




62.6% 


Managerial and Professional Staff 


8.6 


4.8 


7.6 


79.0 


Sales, Administrative, and Technical Support Staff 


10.4 


7,8 


15.4 


66.5 


Service Workers 


8.6 


8.8 


29.6 


53.0 


Precision and Craft Workers 


7.6 


5.6 


26.7 


60.1 


Operators/Laborers 


8.1 


7.7 


44.7 


39.5 



Note: Asian subgroups were o)mbined with all individuals who were not Black, Hispanic, or White. 

Source; California Postsecondary Education Conunission staff analysis of information from the Center for Continuing Study of the 
California Economy. 
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DISPLAY 9 Racial'Eihfiic Composition of Calif6mia*9 Labor Force ofid Its Public Posts^ndary 
Education Staff Workforces by Occupational Categories 

Atianaod 





All other 


Black 




White 


Total Staff 










diUfnTfiiA^^ Votal I^haT V(%rt^ 


8.9% 


6.6% 


21.9% 


62.6% 


California Community CollegBs 


SB 


16.7 


21.5 


53.2 


The California State University 


10.9 


16.2 


23.3 


49.7 


University of California 


1 J.X 




79 ft 


ill 0 


Executive/ Administrative/ Managerial 


• 








and ProfiNsional/Non-Faculty 










California's ManageriaU Professional Labor Force 


8.6 


4.8 


7.6 


79.0 


California Community Colleges 


7.0 


11.1 


11.3 


70.6 


The California State University 


8.0 


9.2 


8.6 


74.2 


University of California 


13.6 


5.5 


5.2 


75.6 


Secretarial/Clerical and Technical/Paraprof^roaional* 










California's ScUes/AdminiatratiueJTechnical LcAor Force 


10.4 


7.8 


15.4 


66.5 


California Commumty Colleges 


inn 


5.4 


1 9 A 

14. 0 




The California State University 


9.4 


9.6 


13.3 


67.7 


University of California 


13.3 


14.1 


129 


59.7 


Other Staff 










Califomia's Precision and Craft Labor Force 


7.6 


5.6 


26.7 


60.1 


California Community Colleges 


8.5 


16.7 


21.5 


53.2 


The California State University 


10.9 


16.2 


23.3 


49.7 


University of California 


13.1 


23.0 


228 


41.0 



Note: Asiao subgroujis wer« consbtAed with all Uulividuals who were not Black, Hispanic, or White. 

* Thia broad omipational category is somewhat inapplicable as a comparable grouping with the post^ecocdary educational work* 
force, particularly with respect to the sub-category of sales. 

Source: California Postaecondary Education Commission staff analysis of information from Center for Continuing Study of the 
California Ecomimy. 



Mamigerial and professional staff 

Comparing the ethnicity of the segments' Execu- 
tive/Administrative/Manageriai and Professional/ 
Non- Faculty stafTcategories with California's '^Man- 
agerial and Professionar labor force, the display in- 
dicates that the segments' executive ranks are 
somewhat more diversified than California's total 
''Managerial and Professionar workforce. Howev- 



er, the comparative pattern is different among the 
systems. That is, the California Community Col- 
leges and the California State University have a 
smaller proportion of Asian/All other staff members 
at the "Executive/Administrative/ManageriaL/Pro- 
fessionai/Non-FacuUy'' level than in California's 
'^Managerial/Professional" labor force but a greater 
proportion of Black and Hispanic staff members. 
On the other hand, the University of California has 
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a larger proportion of Asian/All other and Black 
staff members at this level than has the California 
labor force, but a com{»ratively smaller percentage 
of Hispanic staff* 

Secretariai/clerical €md t^hnicatl staff 

Comparing the segments' Secretarial/Cleri^ and 
Technical staff with California's **Sales, Adminis- 
trative, and Technical Support" Labor F^rce, the 
State University and community colleges employ a 
smaller per^ntage of Asi^Ji/All other staff in secre- 
tarial, clerical, technical, or paraprofi^ional Jobs 
than are employed in California as sales, adminis- 
trative, and technical-support workers, while all 
systems employ a larger penrentage of Black staff in 
th^ positions than are employed in California in 
such omspations. On the other haml, all three sys- 
tems employ a smaller percratage of Hispanic staff 
members than are employed in California in the 
'^Salea/Administrativ^echnicar Labor Force. 

Other staff 

Finally, comparing the segments' Other Staff classi- 
fication (which consists of Skilled Crafts and Ser- 
vice/Maintenance staff) with those employed in Cal- 
ifornia's "Precision and Craft" workforce, the dis- 
plays suggest that with the exception of Hispanics, 
all three segments employ proportionately more 
Blacks and Asians/AU other staff members than are 
employed in California's Precision and Craft work- 
force. 



However, all three s^ments employ proportionate- 
ly fewer Hispanic individuals in this classification 
than work in such occupations statewide. 



Summary 

In sum^ tmsed on the data i»^sented in the previous 
section, it ajH'ears that the segments' staffs are as or 
more radally and ethnically diverse than Califor- 
nia's workforee in the majority of the o<^upational 
classifications. However, California's labor force 
may not be the m<^t appropriate comparison group 
to use* Among other reasons, labor-force data re- 
flect the occupational classifications In which work- 
ers are now being utilized, rather than those for 
which th^ workers have been trained or at which 
they oiuld succeed. For example, a Black woman 
with a master's degree in social work may be em- 
ployed in a clerical position because she has been 
unable to find professional employment that uti- 
lizes her trainix^. Although she possess the req- 
ui^te skills to hold a professional job, CaUfomia's 
labor forro data classifies her as a clerical emplojree. 
As a result, while the segments have reached labor- 
form parity with respect to total staff workforce and 
most of the broad occu|»tional categories delineat- 
ed in Display 9 through the use of affirmative action 
prorates and procedures, their progress in diversi- 
fying this workforce to mirror the California popu- 
lation - the subject of the next section of this report 
- has been less encouraging. 
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Staff Composition and the Commission's 
5 Goal of Educational Equity 



IN CHIDER to owve inst issues of availability and 
workforce parity*- a federal equal employment com- 
pliance measure - in December 1988 the Commis- 
sion actopfced its statement. The Rale of the Commis- 
sion in Acf^evUig Edueationc4 Equity: A Declara- 
tion ofPoliey^ in which it established a goal that, if 
achieved, would cre^ a more equitable and diverse 
workforce in CaUfomia's colleges and universities: 

Quantitatively, tte goal of edwational equity 
is achieved whra tte oompMition of individu- 
als at all educational levels, firom elementary 
school through college faculti^ and adminis- 
trative ranks, mirrors the demography of the 
State. Realizing this goal requires enhanced 
suraess at all ^imtional levels such that 
there an similar achievement imttems among 
all groups (p. 1). 

In tkis section of the report, the Commission assess- 
es the extent to which California's public segments 
of higher education have achieved the Commis- 
sion's educational equity goal among their staff. To 
do so, it compares the racial-ethnic and gender com- 
position of the State's population with the composi- 
tion of each segments staff in each eeo-6 occu^m- 
tional classification. 



Progr^ toward the Commission's goal 

Display 10 on page 32 {resents the percentage of 
men and women by racial-ethnic group in the State 
population in 1989 as well as the proportional rep- 
resentation of each gemier and racial-ethnic group 
in each EEO^ owupational category in each public 
segment in 1989. 

As the display shows, women represented slightly 
more than half of the population overall and within 
each racial-ethnic group except for Hispanic, where 
the number of men was slightly greater than the 
number of women. Individuals from White back- 
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grounds comprised approximately 58.8 percent of 
the State's 19^ population, while those from His- 
panic and Black backgrounds comprised 24.2 and 
7.5 percent, respectively. Unfortunately, State pop- 
ulation data for 19^ aggregates Asian and all oth- 
er individuals in one category, prohibiting individ- 
ual analyses of each racial-ethnic group. However, 
Asian and all other individuals combined represent- 
ed 9,5 percent of the 1989 State population. 

Display 11 on page 33 highlights the groups tradi- 
tionally underrepresented on the staffs of colleges 
and universities whose present representation in 
each occupational category is below that of the Cali- 
fornia population. These are the groups on which 
California's public colleges and universities need to 
focus increased attention in order that they achieve 
the Commission's educational equity goal with re- 
spect to staff composition. 

In terms of total staff, at both the California State 
Univemty and the California Community Colleges, 
the percentages of Asians/All other individuals is 
not reflective of their proportion in the California 
population. 

In terms of major job classifications, the proportion 
of Asians/ All oUier individuals in a number of cate- 
gories, including Executive/ Administrative/ Man- 
agerial in all three segments, Professional/Non- 
Faculty and Other Staff in the community colleges, 
and Secretarial/Clerical in the State University, 
does not mirror tljeir percentage in the California 
population. 

The percentage of Blacks in the Executive/Adminis- 
trative/Managerial and Professional/Non-Faculty 
categories at the University and the Technical/ 
Paraprofessional category at the State University 
and community colleges is less than in California's 
population. 

Most strikingly, within all three segments, the pro- 
portion of Hispanics is the most disparate of any ra- 
cial or ethnic group from their proportion in Califor- 



DISPLAY 10 Percentage of California State Population and Staff in Each Segment of California 
Public Higher Education by SEOS Occupational Category, in 1989 

AsiAQ And 

Segment and OccupaUonal Category AlI, Othgr Blach Hispaflic White 

M^n WoiTOO AU Meg Womyq All Men Womeq AJJ Mga Wotneq All 

State Populatioil 4.6% ^.9% 9.5% 3.e% 3.9% 7.S% 12.2« 12.0% 24.2^ 28.8% 30.0% 



California Community Colleges 


























Total Staff 


3.8 


S.O 


8.8 


5.4 


5.6 


11,0 


7.2 


7.1 


14.3 


26.5 


39.2 


65.8 


Executive/Administrative/Managerial 


2J 


2.0 


4.8 


6.1 


3,7 


9,8 


7.3 


2.3 


9.6 


48.1 


27.7 


75.8 


• 

Professional/Non-Faculty 


3.8 


5.0 


8.8 


5 1 


7.1 




S 3 


6.4 








RR 3 

Ov.v 


SecretarialA^lerical 


1.5 


8.5 


10.0 


1.2 


8.3 


9,5 


1,1 


12.1 


13.3 


3.8 


63.4 


67.3 


Teehnical/Par&professionai 


4.6 


S.4 


9.9 


2.7 


3.2 


5.9 


4.6 


6.5 


11.1 


32.6 


40.5 


73.1 


Other Staff 


7.5 


1.1 


8.5 


13.4 


3.3 


16.7 


18.7 


2.8 


21.5 


43.7 


9.3 


53.2 


The California State University 


























Total Staff 


3.9 


5.0 


8.9 


4.5 


5.6 


10.1 


5.9 


7.4 


13.4 


28.6 


39.0 


67,7 


Eixeeutive/Adimnistrative/Managerial 


2.9 


2.4 


5J 


6.0 


2J9 


8.9 


4.9 


2.4 


7.3 


50.5 


28.0 


78.4 


Professional/Non-Faculty 


as 


5.9 


9,7 


3.9 


4.8 


8,7 


4.4 


5.2 


9.6 


30.8 


41.2 


72.1 


Secretarial/Clerical 


0.8 


7.5 


8J 


1.1 


8.9 


10.0 


1.2 


14.5 


15.6 


3.3 


62.8 


66.0 


TechniotU/Paraprofessional 


4.6 


5.3 


9.8 


2.8 


4.3 


7,1 


4.2 


6.1 


10.3 


33.7 


39.1 


72.8 


Other Staff 


9.3 


1.6 


10.9 


11.2 


5,0 


16.2 


18.5 


4.8 


23,3 


42 3 


7.4 


49.7 


University of California 


























Total Staff 


4.4 


9.0 


13.4 


4.2 


7.6 


11.8 


4.4 


6.7 


11.1 


21.4 


42.2 


63.7 


Executive/ Administrative/Managerial 


2.3 


2.9 


5.3 


2.9 


3.6 


6.4 


2J 


2.2 


4.5 


42.8 


41.0 


83.8 


Professionai/Non-Faculty 


4.0 


10.8 


14.8 


1.7 


3.7 


5.4 


2.0 


3.4 


5.3 


23.1 


51.4 


74.5 


Secretarial/Clerica 1 


2.5 


9.9 


12.4 


2.4 


11.5 


13.9 


2.5 


10.8 


13.3 


10.1 


60.3 


60.4 


Technical/Paraprofessional 


7.4 


S.9 


16.3 


5.9 


8.9 


14.8 


5.3 


6.4 


11.7 


29.7 


27.5 


57.2 


Other Staff 


8.9 


4.3 


13.1 


14.9 


8.1 


23.0 


!6.5 


6.4 


22.8 


33.2 


7.8 


41.0 



Note: Numbers may not add to iOO percent due to rounding. 

Note: Aaian subfrou;^ were combined witli ail individuale who were not Black, Hispanic, or White. 
Source; California Postsecondary Education Commission staff analjrsia. 



nia's population - not only in terms of total staff but 
also in all job categories. 

Summary 

The Commission's educational equity goal is the 



target toward which the State and its institutions of 
higher education should aim. Each of the segments 
has demonstrated a commitment toward that goal 
and is moving toward the point at which its staff 
workforce reflects the racial-ethnic and gender back- 
grounds of those individuals in California's popula- 
tion. 




DISPLAY 11 Comjxuison of the Representation of Staff of Each Racial-Ethnic Group 
in California's Three Segments of Public Higher Education in RekUion 
to California's 1989 Population 



(kcaoational Category Asian ^ikl All Othgr Blac^ Hisimnk 

Cxeeutive/Administrative/Managerial 

CaUfornia Commumty Colleges Less More Less 

The California State University Less More Less 

University of California Less L^ss Less 



Professional/Non-Faculty 

California Community Colleges Less More Less 

The California State University More More Less 

University of California More Less Less 



SecretarialATIerical 

California Community Colleges More ^ More Less 

The California State University Less More Less 

University of California More More Less 



Technical/Paraprofessional 

California Commimity Colleges More Less Less 

The California State University More Less Less 

University of California More More Less 



Other Staff 

California Community Colleges Less More Less 

The California State University More More Less 

University of California More More Less 



ToUl Staff 

California Community Colleges Less More Less 

The California State University Less More Less 

University of California More More Less 



Note: Asian subgroups were combined with ail individuals who were not Black, Hispanic, or White. 
Sourcs: California Postsecondary Education Commission staff analysis* 
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Programs Designed to 
Increase Staff Diversity 



IN ADDITION to growth, much <tf the pn^ra in 
inoeasing the diversity <tf their staff workforce that 
California's segments of public higiier education 
have made results from the afilrjiative action pro- 
grams that they operate. In this section of the re* 
port, the Commission describes these programs 
aimed at diversifying the staff as well as assisting 
interested staff members in assuming higher man- 
agerial and administrative positions. 



California Community Colleges 

All staff development activitira of California's a>m' 
munity colleges are implemented at the distrkt lev- 
el to meet district and rampus specific needs. Ex- 
ample of staff development in the community col- 
leges include sabbatical and educational leave op- 
portunities as well as mentoring under senior level 
administrators. 

Passage of Assembly Bill 1725 (Chapter 973, Stat- 
utes of 1988)» created a Community College Faculty 
and Staff Development Fund to provide monies to 
community college districts for the development 
and implementation of affirmative action and up- 
ward mobility programs among other things. In 
1990-91, $4.9 million was allocated to the communi- 
ty college districts for these activities. While the 
Chancellor's Office of the Community Colleges col- 
lects data on the use of these funds, it does not gov- 
ern the content or activities of the development pn>- 
grams. In addition, although the Chancellor's Of- 
fii^ collects data regarding the programs funded 
through the $4.9 million appropi lation, it has not 
submitted any irJormation to the Commission re- 
garding the programs funded through these monies. 

Finally, in addition to the staff development activi- 
ties that are omirring on the campuses, profession- 
al community college associations provide a number 
of staff development programs. For example, the 
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American Assodation of Women in Community and 
Junior Colleges sponsors a pn^ram to develop wom- 
en for administratis^ portions within community 
ralleg^. Similarly, the Association of California 
Community College Administrators sponsors a pro- 
gram for women and imlividuals firom historically 
underrepresented iMickgrounds in which they re- 
vive mentoring and training for high level admin* 
istrative positions. 



The California State University 

The State University has submitted only limited in- 
f<Hination about the programs it offers to increase 
the diversity of its staff workforce, but in its report, 
it indicated that, with one excej^on, all of its staff 
development programs are developed and imple- 
mented at the campus level so as to meet the specif- 
ic needs of the individual campuses. Some of the 
campus-based programs offered to staff include 
training to assist employees in completing high 
school graduation equivalency, job skills training, 
and career development skills. In addition, through 
the career development programs at all 20 State 
University campuses, employees can receive fee 
waivers to enroll in courses allowing them to attain 
a baccalaureate or master's degree. 

The one staff development program administered at 
the systemwide level is the Administrative Fellows 
Program. Throi^h this program, faculty and staff 
members interested in pursuing an administrative 
career receive mentoring from senior administra- 
tors in preparation for seeking promotional oppor- 
tunities. In its 12 years of existence, the program 
has served over 60 staff members, of which over 60 
percent have been promoted to higher level admin- 
istrative positions. 



Ualyersity of CalifSornia 

The University of California has embarked upon a 
number of i»rograms each q£ which is design^ to 
further diversify the composition of its staff. The 
programs Call into four general categories: (1) out< 
reach activities to attract a more diversified pool of 
appikants for employment of^rtunitira, (2) assess- 
ment activities to monitor progrras being made by 
eadi itf the campuses and systemwide in increasing 
the proportional representation of underrepresent* 
ed groups, (3) staff developn^nt activitira to enable 
current staff, particularly those from groups under- 
repr^ented in higher level positions, to develop the 
skills necMsary for upward mobility into manageri- 
al and aihninistrative positions, and (4) activities 
aimed graerally at improving the campus climate 
and the integration of all groups into the University 
community. 

Outreach activities 

During the past year, at the systemwide level, the 
University has undertaken two new activities to in- 
crease the pool of applicants from underrepresented 
Imckgroai^ for management positions. In March 

it launched a National Advertising Campaign 
aimed at Lmproying the University's national visi- 
bility as a maior employer. Advertiwments target- 
ed at women, historically underrepr^ented racial- 
ethnic groups, and the disabled are placed in nu- 
merous publications typically read exclusively by 
thc^ groups to es^urage them to apply for man- 
agement positions within the University. Also in 

the University joined HispanOata, a national 
Hispanic database, that contains resumes of thou- 
sands of Hispanic profes8i<mals. The University 
provides HispanData with vacancy listings and re- 
ceives from it the names of Hispanics whose qualifi- 
cations match those required of the position. 

At the campus level, each campus employs or is in 
the process of employing an outreach rccruitor to 
identify and increase the number of affirmative ac- 
tion candidates for campus vacancies. In addition, 
during the ^st year, the Los Angeles campus has 
hired a Hispanic Outreach Recruiter to work at in- 
creasing the number of Hispanic applicants in the 
emplo)rment pool and has initiated a Black Out- 
reach Program, aimed specifically at increasing the 
number of Black individuals applying for employ- 



ment vacancies on that campus. In Fall 1990, the 
Santa Crue campxis implemented a Target Opportu- 
nity Program for Staff* I%e program, modeled after 
the suraessful Target Opportunity Program for Fac- 
ulty, is designed to increase the number of under- 
represented groups in the applicant pool for senior 
adminis^tive vacancies. 

A$$eB$ment oictiuUies 

At the systemwide level, the Office of Business and 
Employment Affirmative Action produce data reg- 
ularly to assess the extent to which the University 
has progressed in retaining and promoting women 
ami individuals who are Asian, Blacky Hispanic, or 
Native American. Nearly every campus has insti- 
tuted an affirmative acti<m tracking system to as- 
sess the progress that campus departments and 
imits are making in meeting their afiirmr^tive ac- 
tion goals. Many of the campuses have ^i^e so far 
as to include in the evaluation of deimrtment and 
unit administrators the progress that they have 
made in meeting their affirmative action goals. The 
San Diego campus has taken a different approach 
and publicly recognizes at its Annual Diversity 
Awards Event individuals and departments thct 
have made s^nificant progress in meeting their af- 
firmative action goals. In addition, the Irvine cam- 
pus is in the process of developing a Policy, Proce- 
dure, and Program Referral Inventory System for 
Management (PRISM) that, when implemented, will 
provide the campus with a comprehensive human 
resource information, planning, and referral system 
to strengthen its affirmative action recruitment ac- 
tivities at the management level. 

Staff development activities 

All nine campuses of the University offer the Man- 
agement Fellowship Program. Under the program, 
promising staff are selected to receive mentoring 
from a senior management person, with the expec- 
tation that this experience will lead to the develop- 
ment of skills critii^l for promotional opportunities. 
At the campus level, many training and develop- 
ment opportunities are provided to staff. These op- 
portunities include career development workshops, 
educational scholarships, technical skills programs, 
internships, and assessment activities. Some of the 



staff development activities occurriiig on each of the 
University's campuses include: 

The Berkeley campus has recently instituted the 
Staff Internship Program designed to enable em- 
ployees in the Staff Personnel categwy to <^tain the 
development opportunities necessary for them to 
progr^ into MAP and A&PS positions. During the 
past y^, 18 emplojrees parUcipated in the program 
and the Personnel Office has ai^lied to the United 
States Department of Labor for a grant that would 
enable the campus to expand the program to include 
10 to 15 more employees. 

Under a pilot a£Frmative action program being test- 
ed at the Davis campus, competitively selected 
women and employees from groups historically 
underrepresented on postsecondary educational 
stafi& receive training and intemshi{». As a result 
of tt^ program, eight partidimnts have been pla<^ 
in higher-level positions and the program's success 
has resulted in the campus developing a similar 
program specifically for nursing petitions. 

To provide career advancement opportunities to 
women and individuals from groups historically un- 
derrepresented at the postsecondary staff level, the 
Irvine cacj^us has established the Chancellor's 
Management Fellows Program. The Yellow elect- 
ed this year will be responsible for developing re- 
cruitment strategies to further diversify the cam- 
pus* applicant pool for employment varancies. 

The M^ical Center at the Los Angeles rampus con- 
tinues to sponsor a fellowship that provides candi- 
dates firom Asian, Black, Hispanic or Native Ameri- 
can groups with the opportunity to develop the 
skills necessary to progress into middle and senior 
management positions. 

The Riverside campus offers a Management Ser- 
vices Officer (MSO) Internship Program that enables 
the intern to work with a MSO to gain an Insight 
into the skills required of this middle management 
position. The program has a relatively high partici- 
pation rate of individuals from Asian, Black, His- 
panic, and Native American groups. In addition, 
the campus' Committee on the Status of Women is 
initiating a mentorship program to assist women 
employees with job development and preparation 
for increased promotional opportunities. 

In 1988, the San Diego campus introduced the Pro- 
motion Project - a specialised training program de- 
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signed to promote women and individuals from 
histoH^ly underrepresent^ groups into employ- 
ment clarifications in which they are underrep- 
resented. The program has been particularly suc- 
ceraful in increasing the number of women and indi- 
viduals from Asian^ Black, Hispanic, and Native 
American groups in A&FS positions. 

The &n Francisco campus continues to provide af- 
Hrmative action scholarships and tuition reim- 
bursement progras^ as well as Uie MAP Fellowship 
Program designed to provide staff with an opportu- 
nity to work with a management person at the MAP 
level. 

Since inception of the Management Fellowship Pro- 
gram at the Santa Barbara campus, 13 fellowships 
have been awarded to women and individuals from 
groups historically underrepresented on postsec- 
ondary staffs. Of the 13 Fellows, five have been 
Hispanic and as a result of the program all five h^ve 
been promoted to Executive and ifAP-level posi- 
tions. The Santa BaH»ra campus has also recently 
introduced the Affirmative Action Staff Develop- 
ment Scholarship Program which allows managers 
ai^ supervisors to award scholarships to promising 
employe. To date, 16 staff employees have re- 
ceived scholarships under this program. 

Like the Management Fellowship Program at the 
other University campuses, the Santa Cruz campus 
is working to expand the number of Fellows selected 
each year, thus providing women and individuals 
from Asian, Black, Hispanic, and Native American 
grou{» with increased promotional opportunities. 

Activities to improve tf^e campus climate 

Each of the University's nine campuses have begun 
to develop programs aimed at improving what has 
become known as the campus climate. Through 
these programs, the University hopes that all em- 
ployees feel the ability to present their thoughts, 
opinions, and ideas without fearing hostility and 
contempt from others. The hope is that as a result 
of these programs, employees will have the opportu- 
nity to work to their fullest potential. A sampling of 
three of the activities, in addition to educational 
training and awareness programs, aimed at improv- 
ing the climate includes: 

• The development of drop-in counseling services 
at the Berkeley campus to provide employees 
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with an opportunity to share their con<^ms in an 
open non-threatening environment. 

• The revision of job descriptions of all manage- 
ment-level pc^tions at the Irviro camfms to in- 
clude a statement that outlines the campus' com- 
mitment to a diverse workfc^^ and a supportive 
woiiL climate. In addition, Irvine's Human Re- 
sources Office has published a **Principle3 of 
Commmuty^ statement i^afiirming the campus' 



commitment to diversity and nondiscrimination. 

• The development ofa Council on Diversity to pro- 
vide l^ulership for ad^mdng diversity on the 
Los Angeles campus. In conjunction with the 
UCLA Higher Education Research Institute, the 
Council is a>nducting a campiis-wide survey on 
diversity that will be used as the basis for 
strengthening th^ campus' diversity policies. 
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Conclusions and Commitments 



Cottdttsions 

Based on the data presented in this report, Uie Com- 
mission concludes that: 

1 . California's three segments of public higher edu- 
caticm have made progress in diversifying their 
staff workforces, particularly with regard to 
women and individuals firom Asian and Hispanic 
backgrotmds. However, their pn>gress has been 
slow, and work remains to be done so that the 
educational equity goals specified by the Com- 
mission are achieved. 

2. All three of California's public hi^ier education 
segments have demonstrated numerical and pro- 
portional growth in their staff over the past 12 
years. During this period of growth, each has 
also increased the diversity of its staff workforce. 
Given the current budget climate, the opporttmi- 
ties to hire additional staff may be limited in the 
future. As a result, the Commission is concerned 
about the impact that this potential lack of 
growth will have on further diversification ef- 
forts. 



Commitments 

Although this report represents the last in the se- 
ries mandated by Education Code Section 66903.1, 
the issue of diversifying the staff of California's 
three public segments of higher education remains 
a priority concern of the Commission. As a result, it 
makes the following four commitments regarding 
future activities related to staff development and di- 
versity: 

1. It is paramount that the State's limited fis* 
cal resources be used in cost-effective^ pro- 
ductive, and successful endeavors. In or- 
der for the Commission to influence future 
State policy deci^ons regarding the need 
and level of funding for staff development 



program^} wh<Me primary goal is diversify- 
ing tlie staff wmicforee, it is ^Mntial that 
the ConuDissioa develop a more compre- 
hensive understanding of them and their ef- 
fectivaiMS. As a result, tiie Commission^ in 
cooperation with California's public seg- 
ments of higher education segments, shall 
collect and analyze information regarding 
existing and proposed staff development 
programs to enhance diversification of 
their staff workforce* Among the data to be 
collected are the number of participantSt 
sources and level of fiinding, and program 
r^ults. 

2. In order for the Commission to develop rec- 
ommendations for the State to address long- 
term solutions leading to greater diversity 
among the leadershiK of its public higher 
education institutions* the Commission« in 
cooperation with each of the public seg* 
mentSt shall explore the extent to which ca- 
reer tracks are used within each s^ment to 
promote qualified and talented staff to 
higher^evel positions. This exploratory en- 
deavor shall focus not only on existing pro- 
motional paths but also on the skills neces- 
sary for appointment to higher-level posi- 
tions and ways in which those skills r;an be 
obtained so that alternative promotional 
paths may be developed for consideiratiom 
As part of this exploration^ the Commission 
shall examine exemplary staff development 
programs in fields other than education^ in* 
eluding government and the private sector. 

3. In conjunction with the three segments^ the 
Commission shall explore the possibility 
and potential efficacy of developing inter** 
segmental approaches to enhance staff di- 
versity. Among those approaches to be ex- 
plored is the establishment of an interseg- 
mental staff development program that 
would provide opportunities for staff in one 
system to participate in a program in which 
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they work in a developmental capacity in 
another system for the purpose of enhance 
ing their knowledge and experiences across 
system boundaries. 

4. In light of Conclusion 2 above, the Commis- 



sion shall continue to encourage the seg- 
ments to int^sify their diversification ef* 
forts and develop creative processes in order 
to continue the progress evidenced in this 
area. 
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Appendix A 



Education Code Section 66903.1 



The commission shall report to the Legislature and the Governor on March 1, 1986, and ' 
every two years thereafter until, and including, 1990, on the representation and utiliza- 
tion of ethnic minorities and women among academic, administrative, and other em- 
ployees at the California State University, the University of California, and the public 
community colleges. To prepare this report, the commission shall col'-sct data from each 
of these segments of public postseeondaiy education. The format for this data shall be the 
hi^er education staff information form required biennially from all institutions of 
higher education by the Federal Equal Employment Opportunity Commission, the col- 
lection of which is coordinated by the California Postsecondary Education Commission. 

(a) The higher education staff information form includes all the following types of data: 

(1) The number of fiill-time employees by job <»tegorie8, ethnicity, sex, and salary 
ranges. 

(2) The number of (ull-time faculty by ethnicity, sex, rank, and tenure. 

(3) The number of part-time employees by job categories (including tenured, non- 
tenured or tenure track, and other nontenured academic employees), ethnicity, 
and sex. 

(4) The number of fhll-time new hires by job categories (including tenured, non- 
tenured or tenure track and other nontenured academic employees), ethnicity, 
and sex. 

(b) In addition to the above, the segments shall submit to the commission all the follow- 
ing: 

(1) Promotion and separation data for faculty and staff employees by ethnicity and 
sbz for each of the two-year time periods beginning with 1977 to 1979. 

(2) Narrative evaduation examining patterns of underutilization of women and mi- 
nority employees among different job categories compared wsiih the availability 
of qualified women and minorities for different job categories. 

(3) Narrative evaluation examining specific results of affirmative action programs 
in reducing underutilization of women and minorities. 

(4) Narrative evaluation of both strengths and inadequacies of current afilrraative 
action programs, including inadequacies resulting from budgetary constraints. 

(c) For purposes of this section, minorities and ethnic minorities shall include those per- 
sons defined as such by rules and regulations of the Federal Equal Employment Op- 
portunity Commission. 

This section shall remain in effect until January 1, 1991, and as of that date is repealed. 
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DRAFT REPORT ADMINISTRATIVE UPWARD MOBILITY DEVELOPMENT 

COMMUNITY COLLEGES 



As with many operational functions in the California 
Cjnmunity CollegeSf the development of staff for upward 
mobility is a local function defined and determined within 
the authority of district governing boards. 

In turnF the districts have based development strategies on 
local needSF custoaiy collective bargaining^ and available 
funds. Formal structures usually are based on sabbatical 
and educational leave policies^ with self-selection for such 
opportunities the norm. Informal struc ^ures often are based 
in mentoring^ access to spot jobSf and quasi-administrative 
work. Examples of sPot jobs would be an assignment to 
coordinate the writing of an accreditation institutional 
self-study or chairing an important task force to revamp 
curricula. Quasi-administrative work might include holding 
leadership in academic senate or collective bargaining 
organizations . 

Formal structures often are oriented to theoretical academic 
pursuits y while the informal are oriented to experiential 
training. A mix of the two is more desirable» but difficult 
to achieve. 

To provide funds for general staff development purposes^ 
Assembly Bill 1725 (Chapter 973, Statutes of 1988) added 
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Sections 87150--<i to the California Education Code > These 
sections created a Community College Faculty and Staff 
Development Fund to provide monies to districts for a number 
of development purposesr two of which are "^retraining to 
meet institutional needs* and . .(for) training 
implementing affirmative action and upward mobility 
programs . ^ 

A requirement of the Code is that each district maintain a 
faculty and staff committee to advise in the administration 
of the funds allocated to the district* The implemention of 
this requirement is resulting in better planning for 
development activities^ including those that work towards 
the goal of upward mobility. 

For 1990-91^ $<i.9 million has been allocated to the 
districts. While the Chancellor's Office collects data to 
measure district accountability in the use of these f unds r 
it also provides the linkages necessary for districts to 
interact, whiles at the same time* not dictating program 
content. Content is the province of each of the 71 
districts . 

Aside from individual district efforts^ the system has 
depended upon professional associations and consortia to 
provide major development functions. Examples aret 



o The League of Innovation in the Community Colleget 
a limited-member international consortiuffly in 
association with the University of Texas at Austin 
and the W.K. Kellogg Foundation^ has held two 
conferences that bring community college 
practitioners and emerging faculty and staff 
leaders into close contact. 

o The American Association of Women in Community and 
Junior Colleges is a primary co-sponsor of a 
program of the National Institute for Leadership 
Development to develop the administrative 
potential of woren in the community college 
communi ty • 

o The Association of California Community College 
Administrators sponsors a mentoring program for 
women and minorities that provides development 
training and a mentor system that has guided a 
significant number of individuals who have entered 
cabinet level positionSf including chief executive 
. officer > with colleges and districts, 

o The Academic Senate and the Chief Instructional 
Officers of the California Community Colleges have 
Joined to provide a series of Educational 
Leadership Colloquia. 
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Direct training from the Chancellor*s Office tends to focus 
on the needs of the practitioner in a specific activity 
EOPSf Faculty and Staff DiversityF etc. Although this 
training provides a knowledge base that can become a 
stepping stone to advancement # that is not its primary 
intent* Some short-term exchanges with districts to allow 
college personnel to work within the Chancellor*s Office are 
of benefit to those seeking advancement at the district 
level « 

Howeverr the structural organization and financial 
limitations placed on the Chancellor*s Office as a St^te 
agency? along with the autonomous nature of the districts r 
do not lend themselves to the development of the focused 
upward mobility programs that the other segments of higher 
education are free to pursue. 



CALIFORNIA COMHUNITY COLLEGES 
PERCENTAGE COMPOSITION OF ADMINISTRATIVE STAFFS 
BY GENDER AND ETHNICITY 
FALL 1989 



Catogopy 



Nunber 

Men 

Women 



Certificated 



1,692 
66.6% 
33 



Classified 



815 
SB. 2% 
<♦! .8 



Total 



2»507 
61.9*4 
36. 1 



Anerican Indian/ 

Alaskan Native 1 • <> 

Asian/Pacific Is. 3.3 

Black 10.9 

Hispanic 10.2 

White 7*^.3 



0.7 
3.6 
7.2 
8 . 0 
80.5 



1.2 
3.4 
9.7 
9.5 
76 . 3 



Sourcet Staff Data File^ Chancellor's Office Management 
Information System 



Notet The terms "certificated" and "classified" are losing 
their meaning because of the Community College Reform Act 
(1988). Although new nomenclature is being developedr the 
old forms are used. "Certificated" includes positions that 
required a California Community College Credential of some 
forrat Superintendent » President* Deanr etc. "Classified" 
includes those positions not requiring credentials: 
Business Manager f Facilitys Manager f etc. 
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REPORT TO THE CALIFORNIA POSTSEOM^DARY EDUCATION COJWISSION 
ETHNIC MINORITIES AND WOMEN STAFF EMPLOYEES 
IN THE CALIFORNIA STATE UNIVERSITY, 1987-1989 



Total Staff Employees 

Seven of every ten California State University full-time staff employees are 
ethnic minorities or wcanen. Over 33X of the staff employees are ethnic 
minorities and over 571 of the employees are women. The category of staff 
employees Include executives, administrators, non-faculty professionals, 
technician, clericals, skilled crafts employees and maintenance workers, that 
is, all employees except faculty. Table 1 presents a sunsnary of the CSU staff 
employees by sex and ethnicity. As of October 31 , 1989, there were 16,149 
full-time staff employees in the CSU, an increase of 41 (617) since 1987. 
During the same period, ethnic minorities Increased by 9% and women Increased 
by 51. Table 1 shows that all ethnic minority groups had Increases greater 
than the growth rate of 41, 

Staff Employees bv EEQ-6 Categories 

CSU work force data are reported to the federal government by EEO-6 
categories. Staff employees are placed In six categories. These categories 
permit an analysis of representation of ethnic minorities and women as a 
function of the types of jobs performed In higher education. Ethnic 
minorities and women by EEO-6 category in the CSU are presented below. 

Executives. Administrato rs and Managers. This category includes executives, 
administrators, managers and supervisors. There are 2363 employees in this 
category, a growth of 11 over the 1987 value. Table 2 presents the breakdown 
by sex and ethnicity. Ethnic minorities are now over 211 of this category, 
increasing by 71 since 1987. The largest increase occurred for Hispanics; 
they Increased by 151. Women also Increased from 1987 to 1989. Women are 
over 351 of this category, showing a 41 increase over the two years. 

Professional Non-Facultv . All professional employees who are not managers or 
supervisors and are not faculty members are included in this category. 
Student affairs personnel, accountants and safety officers are in this 
category. Table 3 presents a summary of professional non-faculty employees in 
the CSU. The category Increased by 81 since 1987, increasing by 297 
employees. Ethnic minorities Increased by 141, to 281, and women Increased by 
101, to 571 of the job category. 

Secretarial/Clerical . This job category includes all levels of 
clerical /secretarial employees who are not supervisors. A sunsnary of the data 
by sex and ethnicity appears in Table 4. The number of employees in this 
category increased 31, by 147. from 1987 to 1989. Ethnic minorities Increased 
by 111, becoming 351 of the employees of this category. Women continue to 
dominate this job category, being 931 of the employees. 
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Technical /Paraprofesslonal . Table 5 summarizes the sex and ethnicity of the 
technical /paraprofesslonal job category. This category Includes employees 
with job titles such as graphic specialist, purchasing agent, and library 
assistant. This job category grew by 51 from 1987 to 1989. The 3.040 
employees Include 28% ethnic minorities and 55t women. Both groups had 
percentage Increases greater than the growth rate. 

Skilled Crafts . This category Includes electricians, operating engineers and 
carpenters. This job category had 856 employees In 1989. an increase of 45 
employees In two years, a 51 Increase. Table 6 presents the sex and ethnicity 
breakdown of the job category. Table 6 shows that ethnic minorities are 34X 
of the category, but women are only 1.4X. 

Servl ce/Mai ntenance . The service/maintenance job category Includes gardeners, 
custodians and warehouse workers. This category decreased by 53 employees 
from 1987 to 1989, a 31 decrease. As shown In Table 7, ethnic minorities are 
591 of this category, with women being 27X. 

Sunanary . Except for the service/maintenance category, which declined In the 
number of employees from 1987 to 1989; all other job categories showed a 
modest Increase. Accompanying the growth, however, was even greater growth In 
the number of ethnic minority and women staff In the CSU. Thus, the CSU now 
has a work force of staff employees In which one of three employees are ethnic 
minorities and nearly three of five employees are \Men. 



Svstemwide Staff Development Programs 

Staff development programs are Implemented at the campus level so the specific 
needs of the Individual campus are met. Campus based programs Include 
training to assist employees In completing high school graduation equivalency, 
job skills training, and career development skills. All campuses have career 
development programs which incorporate fee waivers to enroll In CSU courses to 
attain bachelor's or master's degrees. The Administrative Fellows Program Is 
the only staff development program which Is administered on a systemwide 
basis. This program Is open to faculty and staff. The program provides the 
opportunity for ethnic minorities and women to learn and experience university 
administration through a mentorship relation with a senior CSU administrator. 
This academic year program permits the fellow to have "hands-on" 
administrative experience in preparation to seek promotional opportunities. 
In the 12 years of its existence, the program has served over 150 employees, 
with over 40t being staff employees. Over 60% of the participants have 
achieved promotion to higher level administrative positions. 



58 



5; 




TABLE 1 

TOTAL CSU STAFF, I9a7-19a9 
BY SEX AND ETHNICITY 



1987 



TOTAL 



FEMALES MALES 



1989 



TOTAL FEMALES MALES 

V9I Ba Bi9 VS 63 SCS C3 OS C3 Ml C3 £8 C3 SS B ES ^3B9^feS^G3l 



WHITE 



NUMBER 
PERCENT 



lO&AA 
&a. S3 



6067 
39. OS 



4577 
£9.47 



10803 
66. 90 



6S30 
36. S8 



AS73 
88. 32 



BLACK 



NUMBER 
PERCENT 



1&S8 
10. 48 



883 
S. 69 



745 
4.80 



1730 
lO. 71 



986 
6. 1 1 



744 
4. 61 



HI SPAN ICS NUMBER 
PERCENT 



190S 
1£. £5 



1030 
6. 63 



872 
5. 61 



a 134 
13. £1 



1 185 
7. 34 



949 
5. 88 



ASIANS 



NUMBER 
PERCENT 



7. 91 



693 
4. 46 



535 
3. 44 



1343 
8. 3£ 



756 
4. 68 



587 
3- 63 



AM. IND. 



NUMBER 
PERCENT 



130 
O. 84 



70 

o. 



60 
O. 39 



139 
O. 86 



7£ 
O- 45 



67 

O. 41 



TOT. MIN. 



NUMBER 
PERCENT 



4888 
31. 47 



£676 
17. £3 



2212 
14. 24 



53^6 
33. lO 



£999 
18. 57 



£347 
14. 53 



TOTAL 



NUMBER 
PERCENT 



15532 
lOO. OO 



8743 

56. 29 



6789 
43. 71 



16149 
lOO. OO 



9££9 
57. 15 



6920 
4£. 85 
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TPBLE £ 



eXECUTlVES, i^DMINXSTRATORS & M«N«GERS, 1987-1^03 

BY SEX ftND ETHNICITY 



1987 



1989 



WHITE 



NUMBER 
PERCENT 



TOTAL 



FEMALES MALES 



79. 38 



&30 
£7. OO 



TOTAL 



FEMALES MALES 



18A5 
78. Ofl 



655 
£7. 7a 



1 rjo 

SO. 36 



BLACK 



NUMBER 
PERCENT 



9. OO 



73 
3. 13 



137 
5. 87 



ei9 

9. 27 



74 
3. 13 



145 
6. lA 



HI SPAN ICS NUMBER 
PERCENT 



147 
6. 30 



43 
1. 84 



104 
4. 4& 



173 

7. 3c; 



56 
£. 37 



117 
4. 95 



ASIANS 



NUMBER 
PERCENT 



no 

4. 71 



SI 
£.19 



59 
S, S3 



113 
4. 78 



49 
£. 07 



64 
£.71 



AM. IND. 



NUMBER 
PERCENT 



14 
O- 60 



9 

O. 39 



5 

O- £1 



13 



O. 



a 

O. 34 



O. £1 



TOT.MIN. 



NUMBER 
PERCENT 



481 

SO. sa 



176 
7. 54 



305 
13. 07 



518 

£1. Scr 



187 
7. 91 



331 
14. Ol 



TOTAL 



NUMBER 
PERCENT 



2333 
lOO. OO 



806 
34. SS 



1527 
65. 4? 



£363 
1 OO. OO 



842 
35. 63 



1521 
64. 37 



PROFCSSIONAL, NON-F«CULTY STAFF, 1987-1989 
BY 8EX AND EThWICITV 



1987 



19B9 



TOTAL 



FEMALES MALES 



TOTAL 



FEMALES MALES 



WHITE 



BLACK 



htUMSER 
PERCENT 

NUMBER 
PERCENT 



a397 
73. 86 

£89 
8.2S 



1349 
41. 11 

138 

4. 2a 



105& 
3£. 15 

111 
4.O0 



8S54 
71.56 

33£ 
9. 30 



1453 
40. 71 

186 

S.Sl 



1 101 

30. 85 

146 

4. 09 



HI SPAN ICS NUMBER 
PERCENT 



300 
9. 17 



1S8 
4. 83 



14£ 
4. 34 



337 
44 



183 
;. 13 



154 
4. 31 



ASIANS 



NUMBER 
PERCENT 



8. 56 



169 
5. 17 



1 1 1 

3. 39 



316 
a. 85 



196 
;. 49 



IciO 
3. 3o 



AM. IND. 



NUMBER 
PERCENT 



£6 
O. 79 



O. 43 



1£ 
O. 37 



30 
O. 84 



17 
O. 48 



13 
O. 36 



TOT. MIN. 



NUMBER 
PERCENT 



875 
£6. 74 



479 
14. 64 



396 
12. 10 



1015 
£8. 44 



58S: 
16. 31 



433 
12. 13 



TOTAL 



NUMBER 
PERCENT 



3273 
lOO. OO 



18£4 
55. 75 



1448 
44, £5 



3569 
lOO. OO 



eo35 
57. oa 



1534 
4£. 98 
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TABLE 4 

SECRET«RI«L/CUERICAL STAFF, 1387-1989 
BV SEX AND ETHNICITY 



1987 



TOTAL 



FEMALES MALES 



1989 



TOTAL FEMALES MALES 

issi B> S3 n 0 IV n SB cstsJsaamBMV OTaaViiHi 



WHITE 



BLACK 



NUMBER 
PERCENT 

NUMBER 
PERCENT 



HI SPAN ICS NUMBER 
PERCENT 



ASIANS 



AM. IND. 



TOT.MIN. 



TOTAL 



NUMBER 
PERCENT 

NUMBER 
PERCENT 

NUMBER 
PERCENT 

NUMBER 
PERCENT 



8897 
67. 45 

A24 
9. 87 

61S 
14. 32 

327 
7. 61 

32 
O. 7S 

1398 
32. SS 

4295 
iOO. OO 



2744 
63. 89 

382 
8. 89 

576 
13. 41 

295 
6. 87 

29 
O. 68 

1282 
£9. 85 

4026 
93. 74 



153 
3. 56 

42 
O. 98 

39 
O. 91 

32 
O. 73 

3 

O. 07 

1 16 

2. 70 

269 
6. 26 



2877 
64. 77 

464 
10. 90 

665 
15. 42 

363 
8. 17 

33 
O. 74 

1565 
35, 23 

4442 
1 OO. OO 



2731 
61. 48 

435 
9. 79 

636 
i4. 32 

319 
7. 18 

30 
O. 68 

1420 
31. 97 

4151 
93. 45 



146 
3. 29 

49 
1. 10 

49 
1. lO 

44 
O. 99 

3 

O. 07 

145 
3. 26 



291 
55 
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TABLE S 

TECHNXCm./PARAPROFEBSIONAL STRFF, 1987-1989 
By SEX f»ND ETHNICITV 



1987 



TOT«L 



FEMALES MALES 



1989 



TOTAL 



FEMALES MALES 



UNITE 



SLACK 



NUMBER 
PERCENT 

NUMBER 
PERCENT 



HISPANIC8 NUMBER 
PERCENT 



A- 



ASIANS 



AM. IND. 



NUMBER 
PERCENT 

NUMBER 
PERCENT 



TOT. M IN. NUMBER 
PERCENT 



TOTAL 



NUMBER 
PERCENT 



£187 
73. 62 

7. 62 
259 

a. 97 

£57 
a. 90 

26 
O. 90 

762 
26. 38 

2889 
lOO. 00 



1 122 
38. 84 

137 
4. 74 

152 
5.26 

138 
4- 78 

16 
O. S3 

443 
15. 33 

1S65 
54. 17 



loos 

34. 79 

83 
2.87 

107 

3. 70 

119 

4. 12 

lO 
O. 35 

319 
1 1.04 

1324 
45.83 



2185 
71. 88 

238 
7. 83 

306 
lO. 07 

287 
9. 44 

24 
O. 79 

855 
£8. 13 

3040 
lOO. OO 



1 191 
39. 18 

149 

4. 90 

180 

5.92 

152 

5. OO 

14 
O. 46 

495 
16. 2B 

1686 
55. 46 



994 
32. 70 

89 
2. 93 

126 
4. 14 

135 
4. 44 

10 

O. 33 

360 
1 1.84 

13S4 
44. 54 
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TABLE £ 



SKILLED CRAFTS EMPLOYEES, 1987-1989 
BY SEK AND ETHNICITY 



1987 



1989 



TOTAL 



FEMALES MALES 



TOTAL FEMALES MALES 



WHITE 



BLACK 



NUMBER 
PERCENT 

NUMBER 
PERCENT 



HI SPAN ICS NUMBER 
PERCENT 



ASIANS 



AM. IND. 



TOT. MIN. 



TOTAL 



NUMBER 
PERCENT 

NUMBER 
PERCENT 

NUMBER 
PERCENT 

NUMBER 
PERCENT 



344 
67. 08 

77 
9. 49 

126 
If.- 34 

S3 
6. 54 

1 1 

i. 36 

267 
3£. 9S 

til 1 
lOO. OO 



9 

1. 1 1 
1 

o. le 



1 

o. le 
o 

O, OO 



o 

0. OO 

1 1 

1. 36 



S35 
65. 97 

76 
9. 37 

1£5 
IS. 41 

53 
6. S4 

11 

1. 36 

a6S 
3a. 68 

800 
98. 64 



S64 
65. 89 

80 
9. 35 

141 

16. 47 

S9 
6. 89 

la 

1 . 40 

£9£ 
34. 1 1 

856 
lOO. OO 



1 1 

1, £9 

O 

O. OO 
1 

O. 12 
O 

O. OO 
O 

O. 00 

1 

0. 1£ 

l£ 

1 . 40 



553 
64. 60 

80 
9. 3S 

140 
16. 36 

59 
6. 89 

1£ 
1- 40 

£91 
34. OO 

844 
98. 60 
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TABLE 7 

SERVICE MAINTENANCE STAFF, 1987-1989 
BY SEX AND ETHNICITY 



1987 



TOTAL 



FEMALES MALES 



1989 



TOTAL FEMALES MALES 



WHITE 



NUMBER 
PERCENT 



a£7 
43.81 



£17 
1 1.£3 



610 
31-57 



778 
41.41 



189 
lO. 06 



589 
31. 35 



BLACK 



NUMBER 
PERCENT 



4sa 

2£. 15 



ISS 
7.87 



£76 
14. £9 



377 
SO. 05 



14£ 
7. 56 



£35 
1£. 51 



HI SPAN ICS NUMBER 
PERCENT 



455 
£3. 55 



lOO 
S. 18 



355 
18- 37 



49£ 
£6. 18 



1£9 
6. 87 



363 
19. 3£ 



ASIANS 



NUMBER 
PERCENT 



£01 
lO. 40 



40 

S. 07 



161 
8. 33 



£05 
10. 91 



40 
£. 13 



165 
8. 78 



AM. IND. 



NUMBER 
PERCENT 



£1 
1. 09 



e 

O. 10 



19 
O. 98 



£7 
i. 44 



3 

O. 16 



£4 
1. £S 



TOT. MIN. 



NUMBER 
PERCENT 



1 105 
57. 19 



£94 
IS. ££ 



ai 1 

41. 98 



1 lOl 
58. 59 



314 
16. 71 



787 
41. 68 



TOTAL 



NUMBER 
PERCENT 



1932 
I CO. OO 



51 1 
£6. 45 



14£1 
73. 55 



1879 
lOO. OO 



503 
£6. 77 



1376 
73. £3 
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INTRODUCTION 

Under State Education Code Sectkm 66903.1 (Assembly Bill Na 605), the University of California 
is required to present, on a bioinial basis, a narrative evaluation of progress in ths employnient 
of minorities ami women in Univ^ty staff and management This report is submittal to the 
California Pc»tsea)ndasy Education Commission pursuant to those r»)uirements. 

In past rqx)rts, the University presented its data and narrative by EEO-6 categories (Le., 
ExBcutive/Administrative/Managerial; Frofes^onal Non-Faculty, Secietarial/Oerical; Technical/ 
Paraprofessional; Skilled Craft; and Setvke/Maintenance). More pertinent to the University's 
assessment of affir mative action progress is an evaluation of the repres^tation of minorities and 
women within its four-tier t^ersonnel system. Because this information has not b^n provided 
previously, the University is presenting its data and narrative from 1988 (when the four-tier 
personr^l system was fulty implemrated) to 1990. 

The report s presented in two parts. Part I, Representatio n of Minorities and Women in 
University Staff and Management, provides statistk»l information on the changing demographic 
composition of radal and ethnfe minorities and women in the University's staff atKi management 
workforce. The report summarizes afBrmative action data from 19SS to 1990 by the University's 
four-tier persoimel system for staff and management employees. 

Part n of the report highlights Programmatic Activities undertaken by the University in the OCBce 
of the President and at the campuses during the past two years to improve and strengthen 
afiBrmative action programs for staff and management 
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L REPRESENTATION OF MINORmES AND WOMEN IN UNIVERSITY STAFF 
AND MANAGEMENT 

Hie University of California imtitutol a four-tier peisoonel system for staff and management 
employees at all campuses in July 1^8. Tbe four tieis are: 

• Executive Program 

• Management and Professbnal (MAP) Program 

• Administrative and Professional Staff (A&PS) Program 

• Staff Personnd Program 

This report provides an opportunity to examine the ctemographic imposition of r^al and ethnic 
minorities and women in each tier of the Unh«rsity*s personnel system. Each section of this part 
of the report contains an analysis of the change in demographic competition for each peisonnel 
program from 1988 to 1990, along with the net change in representation by number and percentage 
points. (An overview of Universitywicte staff and management personnel program totals for April 
1990 is included as Appendix A.) 



ExecnUve Program 

The Executive Program incliuies positions which provide campus or Universitywide leadership and 
w^iich are respoimble for setting paliicy and program direction. Sudi positions include Officers of 
the University ami senior-le\«l administrators. Currently there are 343 filled Executive Program 
positiom at the nine campuses and in the Office of the President and the Offices of the Principal 
Officers of The Regents. 

Table 1 illustrates the representation of minorities and women in the Executive Program in 1988 
and 1990, together with change over the two-year period. Both numerical and percentage 
representations of minmities have inoeased overall, and for each ininority group in the Executive 
ProgranL Minority executives currently number 42, or 12.2% of the total, an increase from 29 
(8.8%) in 1988. The increase of 13 members is equal to the net overall change in the number of 
Ex»nitive Pmgram numbers duriag the same time period. Of minority groups, Blacks represent 
the largest number of Executive Program merabeis with 21 (6.1%), followed by H^panics with 11 
(3.2%), acd Asians 8 (23%). Two Ex^rutK-e Program members arc American Indian. 

Women novr number 77, or 22.4% of the total Executive Program, an increase of 17 women over 
the previous two years. Both minority and White women experienced gains in representation. The 
number of minority women holding executive positions increased from 6 to 14, while the number 
of White female executives increased from 54 to 63. White women now represent 1^4%, and 
minority women 4.1% of the Ex^nitive Program. 

There have been limits opportunities to affect representation in the Executive Program over the 
past two years. From 1^ to 1990, the net change in growth in the Executive Program was only 
13 positions, or less than 4.0%. Moreover, much of the turnover that does occur at this level is 
in tise area of academic administration (e.g.. Deans), in which minority availability is low. Academic 
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administr&tors represent 31.0% of the Executive Program appomtments. (See Appendix B.) 
However, despite these limiting factors, over one-half of the Executive appointments made in the 
past ^ar were women or minorities. 
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TABLE1 

EXECUTIVE PROGRAM 
Changes In Demographic Composition 
Of Minorities And Women 

1988-1990 

1988 19^ Change 



Total Executives 


Numt>er: 


330 


343 




13 




Per<»nt: 


100.0% 


100.0% 






Total Minorities 


Number: 


29 


42 




13 




r Of i/OI 11' 


8 B<M) 


12.2% 




3.4 


Black 


Number: 


13 


-21 


♦ 


8 




Percent: 


3.9% 


6.1% 




2.2 


Hispanic 


Number: 


9 


11 


♦ 


2 




Percent: 


2.7% 


3.2% 




0.6 


Asian 


Number: 


6 


8 


•f 


2 




Percent: 


1.8% 


2.3% 


♦ 


0.5 


American 


Number: 


1 


2 




1 


Indian 


Percent: 


0.3% 


0.6% 


♦ 


0.3 


Total Women 


Number: 


80 


77 




17 




Percent: 


18.2% 


22.4% 




4.2 


Minority 


Number: 


6 


14 


♦ 


8 


Women 


Percent: 


1.8% 


4.1% 




2.3 


White 


Number: 


54 


63 


♦ 


9 


Women 


Percent: 


16.4% 


18.4% 




2.0 



Source: U.C Corporate Personnel System, ER 2 Report, 
April 1988 and April 1990. 
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Maaagwneat and Professional Program 

Tto demc^raphic compositkMi of minorities and women in the Management and ProSessional 
Program is ditplajred in Table 1 Currently, the MAP Program comprises 2,595 members, an 
increase of 253 from 19S8b The MAP Program includes management positions below the Executive 
level together with senior-level professional positions. 

As shown in Table % minorities aow hold 411, or 15^, of all MAP positions, and their number 
has increased both overall and for each minority group during the past two years. Asian 
repres^tatbn in MAP increased from 6S% (153) to 7.6% (196) over that pcno± Among 
minorities, Asians currently represent the largest proportion of MAP members. Blacks represent 
4.4% of total MAP membership, followed by Hispanics with 85, or 33%, and American Indians 
with 16, or 0.6%. 

The number of women holding MAP pcKitions has inoeased over the past two years, fr'jm 876 to 
1,012, and in 1990, women represent 39.0% of the total MAP Program. White women increased 
from 740 to 846, and now represent 32.6% of all MAP members. Minority women increased from 
136 to 166, and now refvesent 6.4% of all MAP members. 
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TABLE 2 



MANAGEMENT AND PROFESSIONAL PROGRAM 
Changes In Demographic Composition 
Of Minorities And Women 

1988-1990 







1988 


1990 


Change 


Total MAP 


Number: 


2.342 


2.595 


♦ 


253 




Percent' 


100.0% 


100.0% 






Total Minorities 


Nun^r: 


342 


411 




89 




Percent: 


14.6% 


15.8% 




1.2 


Slack 


Number: 


104 


114 




10 




Percent: 


4.4% 


4.4% 




0 


Hispanic 


Number: 


77 


85 




8 




Porcdnt: 


3.3% 


3.3% 




0 


Asian 


Number: 


153 


196 




43 




Percent: 


6.5% 


7.6% 


+ 


1.1 


American 


Number: 


8 


16 




8 


Indian 


Percent: 


0.3% 


0.6% 




0.3 


Total Women 


Number: 


876 


1.012 




136 




Percent: 


37.4% 


39.0% 




1.6 


Minorities 


Number: 


136 


166 




30 


Women 


Percent: 


5.8% 


6.4% 




0.6 


White 


Number: 


740 


846 




106 


Women 


Percent: 


31.6% 


32.6% 




1.0 



Source: U.C. Corporate Personnel System, ER 2 Report, 
April 1988 and April 1990. 
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Adinlntetiative and ProtesstoBal Staff Proflram 

The Administrative and Professbnal Staff Pn^ram includes positions whkh provide high-level 
administrative and proSessbnal support for University (tepartments, programs, and fields of stiuiy. 
Hie tcHal A&PS woridbrce at the University's nine campuses and in the OfiBoe of the President 
and the Offices of the Prindpal Officeis of The Regents now numbers 14,984. 

Table 3 shows the current demographic competition of minorities and women in the A&PS 
Program and the changes in the representation of sponSc ctemographic ^ups from 19^ to 1990. 
As Table 3 indicates, the number of mifK>rity employees holding A&PS positions has increased both 
overall and fior each individual minority group during those years. Asians increased 303, from 
1,681 to 1,984, Hispanics increased by 179, from 755 to 934, Blacks i n c r eas e d by 168, from 797 to 
965, and American Indians increased by 12, from 62 to 74. Minoriti^ now represent 26.4% of the 
A&PS wo^rce. 

The number of women holding A&PS positions grew by 1,192 over the past two years, and 
cunaitly women represent 610% of the total A&PS workforce. Minority women experienced 
increases in both numer^ and propor^nal representatioa The numbn of minority women 
holding A&PS positions increased by 411 between 1^ and 1990, as thdr proportion grew from 
IS.4% to 163% of the A&PS Program. Although the proportion of White women in the A&PS 
Program decreased by 0.4 of a percentage point because of the increase in the total nuiaber of 
A&PS personnel, their actual number increased by 781. 
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TABLE 3 

ADMINISTRATIVE AND PROFESSIONAL STAFF PROGRAM 
Changes In Demographic Composition 
Of Minorities And Women 

1^8-1990 







1 Qflfi 










13 155 


14 984 


^ 1 829 




Percent: 


1CK}.0% 


1(KI.0% 




lOia! MinorfuGS 


niuiTioer. 




Of 70/ 






Percent: 


25.0% 


26.4% 


+ 1,4 


BiacK 


NumDer. 


797 


900 






Pefcant: 


6.1% 


6.4% 


4- 0.3 


Hispanic 


Number: 


755 


934 


♦ 179 




Percent: 


5.7% 


6.2% 


4- 0.5 


Asian 


Number: 


1,681 


1,984 


-f 303 




Pef(»nt: 


12.8% 


13.2% 


0.4 


American 


Number: 


62 


74 


+ 12 


Indian 


Percent: 


0.5% 


0.5% 


0 


Total Women 


Number: 


8,103 


9,295 


* 1,192 




Percent: 


61 .6% 


62.0% 


4- 0.4 


Minority 


Number: 


2,027 


2.438 


4- 411 


Women 


Percent: 


15.4% 


16.3% 


+ 0.9 


White 


Number: 


6,076 


6,857 


+ 781 


Women 


Percent: 


46.2% 


45.3% 


- 0.4 



Source: U.C. Corporate Personnel System, ER 2 Report, 
April 1988 and April 1990. 
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Staff Personael 

The Staff Personnel Program represents the largest of the four staff and management personnel 
categories. It cuxrently numbers 72,977 employ*^ an inoease of 6^272 from 1988 to 199a The 
Pn^ram inductes employees in a wide variety of occupational areas including secretarial and clerical, 
service and maintenance, and t^:iical and paraprofie^onal jc^ dassifioitions. 

Minority represoitation anK)ng itaff Persoimel is substantial and omtini^ to grow. As shown in 
Table 4, total minorities increased by 4,758 employees over the past two years and now represent 
42.5% of all Staff Personnel With regard to individual minority groups, eadi group demonstrated 
a significant numerical gaiiL Currently, Asians represent 163%, Hispanics 13.6%, Blacks 11.8%, 
and American Indians 0.7% of all Staff Personnel 

Women represent a large proportion of Staff Personnel: 63.5% of the total category are women, 
an inoease of 3,749 over the past two years. This iircrease resulted in lai^ part from the incre^ 
that occurred among minority women, whose numbers ^ew by 2,901 from 1988 to 1990L Minority 
women now represent over one-quarts, 26.1%, of the total Staff Personnel category. At the same 
time, the number of White women in this category increased by 848, but decreased in percentage 
representation from 39.6% to 37.4%. 
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TABLE 4 

STAFF PERSONNEL PROGRAM 
Changes in Demographic Composition 
Of Minorities And Women 

1988-19^ 







19SS 


1990 


Changs 


Total Staff 


Number: 


66,705 


72,977 


♦ 6.272 






100 0% 


100.0% 




Total Minoritias 


Number: 


26,254 


31.012 


♦ 4,758 






39 4% 


42.5% 


♦ 3.1 


Black 


NunrU>8r: 


7,778 


8.621 


* 843 






11.7% 


11.8% 


0.1 


Hispanic 


Number: 


7,947 


9,940 


* 1,993 






11 9% 


13.6% 


♦ 1.7 


Asian 


Number: 


10,070 


11,898 


> 1,828 




Percent: 


15.1% 


16.3% 


♦ 1.2 


American 


Number: 


459 


533 


♦ 74 


Indian 


Percent: 


0.7% 


0.7% 


0 


Total Women 


Number: 


42.562 


46,331 


4- 3,749 




Percent: 


63.8% 


63.5% 


- 0.3 


Minority 


Number: 


16.145 


19,046 


* 2,901 


Women 


Percent; 


24.2% 


23.1% 


♦ 1.9 


White 


Number: 


26,437 


27,285 


848 


Women 


Percent: 


39.6% 


37.4% 


- 2. . 



Sou'-ce: U.C. Corporate Personnel Systom, Ea 2 Report. 
April 1988 and April 1990. 
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n. PROGRAMMATIC ACnVl TlES 

This section iochides projects implemented by the OfBce uf the Pre^ddent to advance afiSnnative 
actk>n Un^eisitywide, Umvczsitywide programs implemented at the vark)us campuses, and 
programmatic activities reported bjr the campuses for 19S8 and 1989 whkh rantinue their 
afiBrmative action efforts. Although the focus of ths section is on new progranimatk activities, it 
is impOTtant to note that exteiKive afBimative acticHi progran^ are alrea^ in place at all campuses, 
indwling formal affirmative acdon plans for increasing the representation of minorities aiKl wraaen 
within staff aiKl management pcsitions whete they are not fiilly repres en ted. Employment 
opportunities are advertised widdy in appropriate m^iia, and campuses onplqy outreach reowters 
to idratify afiBrmative action candidates for campus vacancies. In addition, a variety of career 
develc^nnent activities, such as Managen^nt Fellowshipi and Internships, are available to minority 
and women employees. 

On September 26, 1988, at the outset of the 1988-89 academic year, President Gardner wrote to 
the Oiancellois reafiBrming the University's commitment to the achievement of dh«rsity throu^ut 
aU are^ of the institution. The President also requited and received reports from the Qiancellors 
on spoafic steps ne»led to improve and strengthoi afiBrmauve action efforts at each campus. 
Within the Office of the President, the President directed Senior Vice Presklents Brady and Frazer 
to appoint mlvisoiy oonmsittees, broadly representativB of the University community, to review 
reports and recommendations to: their respective areas of responsibility on matters of affirmative 
action, and to advise on new initiatives in each area. 

OflHce of the PresMCTt 

In 1989, responsibilities for staff and management affirmative action were combined with business 
affirmative action under a Director petition, reporting directly to Senior Vi(» President Brady. As 
a result of the reorganization of affirmative action responsibilities in the Office of the Senior Vice 
President-Administration, the focus of affirmative action now extends beyond monitoring and 
compliant to the development of programs with Universitywide impact The following are 
examples of son^ of the many efforts introduced or implement^ by the Office of the President 

Affirmative Action Advisory Committee-Administration 

In March 1989, Sem'or Vice President Brady established an Affirmative Action Advisory Committee- 
Administratk^n charged with providing advice and retx^mmendations to improve and strengthen 
affirmative action programs for staff and management personnel and in University business 
contracting. The Committee includes representatives from throughout the University community 
in the affirmative action, personnel, and business areas. The Affirmative Action Advisory 
Committee-Administration submitted its firat report in June 1990. In that report the Committee 
provide recxsmmendatiorui to imprave existing programs and presented propcsals for implementing 
n^^ programs for the recruitment development, and promotion of grou(» which are 
u :d. represented in the University workforce, particularly at the executive and management levels. 
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National Admtisina Campaign 

The National Advertising Campaign was launched in March 1990. This media campaign was 
initiated to improve the Unimsitys national visibility as a maj(» employ, and it taints 
ptiblicaticHa or mimsrities, women, a?d tte disabled. Tluee {^vertisements wme deseed, 
emphasizing a ^sA^ image for the University and oicouraging women and miiumties to apply for 
managonent podtk>ns. 

Thus £ar, the advertisements have appeared in the following publications: Hispamc Busing, 
Affirmative A^(m Reffstett Vista Magazirw, WoHdng Wmum^ Black Entajm^fAmn Wl^kfy, Nuatro 
Tianpo, and Urban League News. During the next six months, the advertsements are sdieduled 
to appear in Spectrum^ Winds ofChar^, NSBE (National Sodety of Black Engiroos), Intertamims 
Magazine, and Blade Issues in Hi^ier Educaticm, The next ph^ of the ^mpa^ also will inducte 
targeting publications for the disabled, Vietnam era veterans, and special disabled veterans. 
Advertisemmts wfll be publisted in A(xent cm Uving, Mainstream, Veterans' Outlook, Sports >i 
Spokes, and Paraplegui News, 

In addition to the advertisements, a Universitywide employment brochure has been designed and 
printed. The bfochuie {novides information about the University of California system for use in 
outreffi^ recruitment activities for management-level applkants. 

HbpanData 

Another new project undertaken in 1990 is membership the Office of the President in 
HkpanData, a nadbnal Hbpanic resume database. Membership in HispanData provides unlimited 
use of the resume database service by all University campus and Laboratory empk^ment offices. 
The databise insists of several thousand resumes of Hispanic professionals and managers with 
e]q)erience in career fiekis such as engineering, computer science, finance, ^xountin^ and 
managen^t The University will provide HispanData with professbnal and management^level job 
vacancy listings and HispanData will search its database for matching qualified resumes. 

Analvsis of New Hires. Promotions, and Separations 

The Office of Business and Employment Affirmative Action is coordinating with the Information 
Systems and Administrative Services Department to produ(% data on new hires, promotions, and 
separations by gender and ethnicity for University staff and management employees by the four 
persormel programs. This information will be utilized to analyze and report on trends in the 
promotion and retention of minorities and wonien at the University. 

Re(%nt afCrmative action efforts at the Berkel^ campus have focused on increasing female and 
mitKjrity representation in the MAP and A&PS programs. Major emphasis was placed on providing 
career development opportunities for employees in Staff Personnel categories. Through one 
program, eighteen staff members were placed in the newly instituted Staff Internship Program. In 
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conjunction with the School of Business, the Personnel Office has applied for a U.S. Department 
of Labor grant to fund an additional 10-lS interns and management fellows. 

Carcf^ counsding services continue to assist emplt^ees from underreprese n ted groups^ In addition 
to nal career planning workshops, a support group has been establish^l to provide drop-in 
counseling seivices and to provide an environment in which employees share their a>ncaiis. 

Additional initiatives include an a£Eirmative action tracking system, whidi allows administrators and 
directors to audit the employee selection process for adherence to afBrmative action goals, and the 
expansion of programs to address employee needs for chfld care and eld^ care. 

At the Davis campus, annual management and organizational reports and administrative peisoni^l 
evaluatic^ now include informatkin regarding affirmative action efforts and progress. As an 
example of thb, a special pn^ram was initiate in 19^ to o^nduct a review of the Davis Medical 
Center afBrmative action pn^ram by using an external community review board. 

Leadership at the Davis campus has been enhan^ by the ^eation of the position of Assistant 
Vke OianceUor for Campus Diversity. A management fellow, selected specifically to devetop 
educational programs for diversity, vnXi assist the Assbtant Vice Chancellor. 

A pilot afiBrmative action program has been developed to further the advajK:OTxent of minority and 
women emptoyees at the Davis campus. The program provides educatk^nfJ training and internships 
for competitively selected candidates. To date, eight participants have ^^n placed in higher-level 
pcsitMsmL A simflar program is being developed specifically for nuismg petitions. Other training 
programs hekl this year im^luded one for mid-level managers, called "Managing Diversity in the 
90*8." The program consisted of a series of six seminars covering such topics as sexual harassment 
and afiGnnative action. 



Irvlae 

A number of new initiatives and programs were recently developed at the Irvine campus, the result 
of ongoing campus activities, and of recommendations made by the Qian(«llor's Think Tank on 
Diversity, established in im 

The Qianc^Uor's Management Fellows Program was establish^ to offer cai^r advancement 
opportimities to women and minorities. This year's Fellow will be recruited to work in the Human 
Resources Office and will be responsible for coordinating recruitment stiategies to diversify the 
Irvine campus's internal and external staff and management applicant pools. 

A£Brmati\« action progress has b^n made in appointments to senior management positions. Four 
of the last seven Esi^nitive Program appointments are from underrepresent^ groui». Such efforts 
have been aided by the Chancellor's request to Vice Chancellors, Ifeans, and Directors concerning 
the update of all management-level job descriptions to include a statement which outlines a 
commitment to a diverse workforce and supportive work climate. 
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Tte Human Resources OfiBce is studying various organizational apprc»cbes for improving the 
letoition of minority staff members. The Office alK> includes a Trindples of Community* 
statemoit, whidi reafiBrms the Irvine campus's commitment to diversity and m^ndscrimination, as 
a part of iKW-anpk^K orientatkin 

PRISM (Policy, Procedure and Program Referral Inventory System for Management), a program 
intended to increase diversity in the maugement ranks, is being developed jointly by the campus 
Affirmfltive Actk>n and Personi^ OfiBces as part ti[ the campus' Five-y^ AfiBrmative Actkm Plan. 
The system wiU provide a comprehensive human-resource information, planning, ami refmal system 
to strengthen afBrmative action recruitment activities. 



Los Angeles 

The Chancellor has established a Council on Diversity to provide campus leadersh^ for the 
i^lvanc^ent of stiulent, faculty, and staff diversity at the Angeles campus. The Coundl's 
primary (^jective was to develop rea>mmendation$ for increasing ths represoitation of minorities 
and women within the Executive and MAP Programs. The Council's most recent focus, in 
conjunction with the UCLA Higher Educatbn Research Institute, is to conduct a camfnswide study 
of divernty, esqiected to be completed by ^^ter Quarter 1991. The study will incorporate three 
surveys d^tributed to S,000 sti^tents, 1,80U bxulty members, and 1,500 staff!. Segmoits of the 
campus community will analyze the surv^, and their findings will be used as the b^ tor acticms 
and polides to strengthen campis diversity. 

The Staff Affinnative Action Office is developing diversity education programs designed to provide 
skills dewlopment for managers and supervisors in the area of intercultural communication, and to 
assist managers in developing organization-specfl^ training programs. The education programs 
iziclude large-group workshops, small-group discussions, films on diversity issues, and partkipation 
in cultural programming at campus museums, galleries, and theaters. 

The Staff Personnel OWce is in the process of hiring a two-year Management Fellow to serve as 
Diversity Cbordinator. The incumbent, under a pint mentorship with the Adnunistrative Vice 
QianceUor, will have responsibili;y for supervising outreach staffs creating a forecasting and 
succession planning model for Ececutive Program and MAP openings, developing innovative 
recruitment strategies, and further devebping the campus resume bank. The Diversity Coordinator 
also will coordinate the development of diversity plans with campi» departments. 

As part of the eacpansion of its outreach activities, the Los Angeles campus has hired an Hispanic 
Outreach Recruiter and has implemented a Black Outreach Program. Also under consideration 
for expansion are the Management Skills Assessment Program and the Target of Opportunity 
Program. 

The UCLA Medical Center Human Resources Department has developed various programs which 
address diversity issues. Training seminars have been conducted for management on awareness of, 
and semitivity to, diversity. A task force was cremated to promote and fester knowl^ge of health 
cati $ among studeni$ at the junior high, high school, and community college levels. The Medical 
Cent! ' continues to s})onsor a fellowship to develop minority candidate for middle and senior 
management positions. 
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Several new committees, in addition to the Chancellor's AflSnnative Action Advisory Committee, 
have bem establffihed which have afiBnnative action responsibiliUes at the Riversicte campus: ths 
Qmncellor's Native American Advisory Committee, the Chancellor's Asian/Padfic Advisory 
Committee, tte aiaiicellor*s Advisory Committee on the Status of Lesbians and Oays, and the 
Chancellor's Omd Care Task Force. Two other committees, the Chancellor's Committee on the 
Frevoition of Sexual Har^ment and the Qiancellor's Advisory Committee on Disabilities, continue 
firom 1969. The various committees are addre^ing such Lsues as the devebpment of cultural 
awaret^ss programs for managers and empk^^ras, reasonable accommodations for the handicapped, 
and the envelopment of programs for reducing cultural and sexual stereotypes. 

An additional group, the Cbmmittee on the Status of Women, k initiating a mentorship program 
to assist womoi onployees with job development and preparation for promotional opportunities. 
A Management Sovkes Ofi^r Int^mhip Program, another development program, continues to 
operate with a hi^ minority participation rate. 



San DiegQ 

In 1988, the San Diego campus develop^ the Promotion Project, a specialized training program 
instituted to upgrade minorities and women into job classifications where they are undenepresented. 
This program funds the first three montte' salary for a position in instances where a promotion 
assists in meeting a campus affirmati^« action goal, thereby providing the hiring department with 
an incentive for partidpation in the program. The Promotion Project has been successful, ami 
minorities and women are being plac^ in job groups in which they are underrepresented, 
particularly in the Program. 

Anoth^ program instituted at the San Diego campus is the Annual Div^ity Awards Event 
sponsored ibe ChanceUor. Urn event provides recognition to individuals and departments that 
have madt a significant contribution to diversifying the wt)rkforce. 

The Chancellor's Affirmative Action Advisory Committee, composed of faculty, staE, and student 
subcommittees, provides reoimmendations and advice on campus affirmative action iiisues. The staff 
subcommittee, in particular, is addressmg such issues as the status of women, the development of 
more effective data dissemination procedures, and a racial harassment policy. 

In Octt^r 1^, the campus established the Chitreach Recruitment Program to develop and 
maintain an aggressivs a£5iinative action lecruitment program. The focus of the pn^ram is to 
recruit members of undenepresentoi groups at the MAP and A&PS levels. Specific activities 
include special advertising, targeted mailings, maintenance of a resume bank, placement assistance, 
and consultation services provided to personnel analysts and department representatives. 
Fmally, new initiatives include a monitoring program to evaluate Vice Qiancellors and Directors 
on their progress in achieving diversity in referral pools and in competitive and non-competitive 
placements. Additionally, each organizational unit has developed plans for meeting diversification 
targets. Funds have been allocated for diversity training for managers, and to the Staff Affirmative 
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Actkm Traiiiiiig Program Committee tfx the development of diversiQr programs. San Diego 
campus also will host two conferences in 1990, the Conference on Ethnic and Gender Diversity 
and the UC Qiicano/Latino Consortium. 



Saa Fnigdsco 

In May 1988, the Chancdbr appdnted a campus Task Force on Cultural/Ethnte IMvnsity. Many 
of the pro^anK reconmi«ided by the Qiancellor*s Task Force on Cultural/Ethnic ^voaty continue 
Erom last year. These programs include affirmative action scholarships and tuition reimbursement 
programs, the MAP Felkmship Program, training seminais on nondiscrimination and valuing 
diversity, and support for spedal events. Individual departmental plans are progresdng, and each 
sduml, the Medioil Center, and major lulministrative units wodc with the A£5nnative Action/Equal 
Opportunity Department to set goals and to modify their respecti^ne plam. 

A new committee has b^n appointed to assist the Qiancdkn- in evaluating progress toward 
afiBimative actism goab. In iKidition, the Affirmative Action/Equal Opportunity Dq>artment is 
tr^king and reoK^nizing good^th efforts made by departments, schoob, and the Medical Center 
in adiieving diversity goals. The I^artment also works with sp^fic groups to improve the 
diversity of particular applicant pools. 

Finally, a discussion of a sp^ial OTttown^nt fund for inclusion within the campi»wide fund-raising 
campaign is on the Chancellor's Fall Quarter a^nda. 



Santa Barbara 

As part of its commitment to diversity, the Santa Barbara campus provide opportunities for 
minority and women administrators to obtain advanced degrees through regularty-established campus 
programs and to attend egttemal management ii^titutes at Stanford and Biyn Mawr. In addition, 
the campus has wihieved positive results with its Management Fellowship Program. Sii^ the 
inception of the pn^ram, the Santa Bart>ara campis has awarded thirteen fellowships to mincmties 
and women under the mentorship of senior campus ofGcials. Fi^ of the feUowships were awarded 
to Ilispanics, all of whom were subs&)uently promoted to Executive or MAP-level petitions. 

Santa Barbara has introduced a new staff employee development program, the Affirmative A^ion 
Staff Employee Devebpment Scholarship Program. This program enables managers and supervisors 
to be more directly involved in the car^r and skills devebpment of minority and women 
employees. To date, scholarships have been awarded to 16 staff employees. 

The Santa Barbara campus has also host^ a symp(»ium for campus administrators and managers 
on "Moving Toward a Multi-Cultural University: Issu^ of Aca)untability." From the ickas 
presented at that symposium, a campus training and devetopment program was implemrat^ which 
addresses cultural aw^ren^ sensitivity, and appr^riation in an effort to improve personal and 
professional interaction among employe. A new Supervisory Certificate Program was developed 
which provides training in recruiting, communicating, and mana,ging within a multi-cultural 
environment 
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FiiiaUy, >^ous diverdty advisory committ^ and worK groups drawn firom Academic Affairs, 
Student ASiairs, Adminffitrative Services, and Institutional Advancement recommend new policies 
concerning departmental affirmative action recruitment, the development of unit diversity plans, and 
preparation of a campus statemoit regarding the campus's commitment to divei^ty. 



Sante Cm 

Two recruitL ^t initiatives were developed in 1^ the Target of Opportunity Program for senior 
administrative appointments and the proactive outreach reouitment effort. Eadi program is now 
at a diffex^it level of imploneotation at the Santa Cruz campus. The Target of Opportimity 
Program for Staff (TOPS), modeled after the successful faculty Target of Opportunity Program, is 
expected to be implemented in the Fall Quarter 1990. 

With respe^ to Its outreach recruitment program, Santa Cruz is in the final stages of interviewing 
for an outre*^ recruiter. The position will assist in increasing the number of affirmative actk^n 
candidates in &{^licant poob and will work cl(sely with the r^ntly hir^ Training and Recruitment 
Analyst in tht Affirmative Action Office. 

The Affirmative Action Office was expanded and staff^l with a Director, hired in August 1989. 
The Office is undertaking the foUowing activities: expanding the Nfanagement Fellowship Program; 
developing a recruitment data bank whidi wili osntain resumes of external candidates, employees, 
and applii»nts who were intoviewed but not hired; and initiating a procedure to assist departments 
in reaching their affirmative action goals. In addition, the Office is meeting with constituent groups 
to discuss i^ues of lu'itual concern, and will begin an extensive community education program on 
nondiscrimination. 
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APPENDICES 



UNIVERSITTWIDE MANAGEISNT AND STAFF PIKXaiAN TOTALS* 
8Y sex A^ ETHNiCITY 
APRIL 1990 



PROOIAM WHITE BUCK HISPAMIC ASIAN M IW) TOTAL TOTAL TOTAL GMtO 

M FN F HFNF MF NIMSITIE: MALE FBMLE TOTAL 




87. iX 6. IX S.a 2.n O.fiX 




CRAtiO TOTAL 55,477 9,721 '0.970 14,086 645 90,899 

61. OX 10,7X 12.1X 15.4X 0.7X 1W.0X 



Source: U.C. Corporate Persoorwt Sy«t«n--ER 2 Reports, April 1990. 
Note: This t^le excludes oaptoyees with no id^tifled ethnicity. 

^Includes career, casual, :a8ual restricted, contract cmd per diea employees. >^ 
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UNIVERSITY OF CALIFORNIA 

EXECUTIVE PROGI^AM APPOINTMENTS 




ACADEMIC 



CALIFORNIA POSTSECONDARY EDUCATION COMMISSION 



THE California Postsecoodary Eklueation Commis- 
sion is a citizen board established in 1974 by the 
Legislature and Governor to coM^dinate the efforts 
of California's colleges and miiver^ties and to pro- 
vide independent, non-partisan policy analysis and 
recommendations to the Governor and Legislatiir%. 

Members of the Commission 

The Commission consists of 15 members. Nine rep- 
!-esent the general public, with three each ap]K>inted 
for six-year terms by the Governor, the Senate 
Rules Committee, and the Speaker of the Assembly. 
The other six represent the major segments of post- 
secondary education in California. 

As of March 1991, the Commissioners representing 
the general public were: 

Lowell J. Paige. El Macero; Chair; 
Henry Der, San Francisco; Vice Chair; 
Mim Andelson, Los Angeles; 
C. Thomaf/ Dean, Long Beach; 
Rosalind K. Goddard^ Los Angeles; 
Helen Z. Hansen, Long Beach; 
Mari-Luci Jaramillo, Emeryville; 
Dale F. Shimasaki, San Francisco 
Stephen P. Teale, M.D., Modesto, 

Representatives of the segments were: 

Joseph D. Carrabino, Orange; appointed by the 
California State Board of Education; 

James B. Jamieson, San Luis Obi^?po; appointed by 
the Governor from nominees proposed by Califor- 
nia's independent colleges and universities 

Meredith J. Khachigian, San Clemente; appointed 
by the Regents of the University of California; 

John F. Parkhurst, Folsom; appointed by the Board 
of Governors of the California Community Colleges; 

Theodore J, Saenger, San Francisco; appointed by 
the Trustees of the California State University; and 

Harry Wugalter, Thousand Oaks; appointed by the 
Council for Private Postsecondary and Vocational 
Education. 



Functions of the Coaunis^on 

The Commission is charged by the Legislature and 
Governor to ^'assure the effective utilization of pub- 
lie po8tsecox!dary education resources, thereby eiimi* 
fsating waste and unnece^ary duplication, and to 
promote diversity, innovation, and responsiveness 
to student and societal needs."* 

To this end, the Commission conducts independent 
reviews of matters affecting the 2,600 institutions of 
postseconde/y education in California, including 
community colleges, four-year colleges, universi- 
ties, and professional and occupational schools. 

As an advisory planning end «>ordinating body, the 
Commission does not administer or govern any in- 
stitutions, nor does it approve, authorize, or accredit 
any of them. Instead, it cooperates with other State 
agencies and non-governmental groups that per- 
form these functions, while operating as an indepen- 
dent board with its own staff and its own specific du- 
ties of evaluation, coordination, and planning. 

Operation of the Commission 

The Commission holds regular meetings throughout 
the year at which it debates and takes action on 
staffstudies and takes positions on proposed legisla- 
tion affecting education beyond the high school in 
California. By law, its meetings are open to the 
public. Requests to speak at a meeting may be made 
by writing the Commission in advance or by submit- 
ting a request before the start of the meeting. 

The Commission's day-to-day work is carried out by 
its staff in Sacramento, under the guidance of its ex- 
ecutive director, Kenneth B O'Brien, who is ap- 
pointed by the CommiMion. 

The Commission publishes and distributes without 
charge some 30 to 40 reports each year on major is- 
sues confronting California postsecondary educa- 
tion. Recent reports are listed on the back cover. 

Further information about the Commission, its 
meetings, its staff, and its publications may be ob- 
tained from the Commission offices at 1020 Twelfth 
Street, Third Floor, Sacramento, CA 98514-3985; 
telephone (916)445-7933. 



COMPOSITION OF THE STAFF IN CALIFORNIA'S PUBLIC COLLEGES 

AND UNIVERSITIES FROM 1977 TO 1989 
California Postsecondary Education Commission Report 91-4 



ONE of a series of reports published by the Commis- 
sion as part of its planning and coordinating respon- 
sibilities. Additional copies may be obtain«i without 
charge from the Publications Office, California Post- 
secondary Education Commission, Third Floor, 1020 
Twelfth Street, Sacramento, California 95814-3985 

Elece.ii reports of the Commission include; 

90'22 Second Progress Report on the ECFectiveness 
of Intersegmental Student Preparation Programs: 
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